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Abstract: The literature indicates that, in terms of the number of countries we are aware of, we have only just begun 
to scratch the surface, despite the fact that there have been some studies on na onal human resource development 
and HRD prac ces in certain na ons. Research on HRD prac ces and policies in Nigeria, Ghana, Liberia, Niger, Mali, 
and Togo is reviewed in this exploratory study. HRD prac ces in a few chosen na ons were compared, and na onal 
HRD policies were looked at. 
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INTRODUCTION 

 The availability and interchange of informa on across countries has significantly improved due 
to significant advancements in the field of informa on technology. The current percep on of 
human resource development has been influenced by the informa on revolu on. According to 
Metcalfe and Reese (2005), the academic field of HRD originated in the United States. 
Nonetheless, the US commonly accepted defini ons of HRD are narrowly focused on businesses 
and lack comprehensiveness (Kuchinke, 2003; McLean, 2004). A comprehensive understanding 
of HRD would consider issues on a na onal and interna onal level (McLean, 2004). This 
methodology serves as a framework for con nuous study on human resource development 
strategies and policies in many na ons. "It is clear that the field of human resource management 
is evolving, that new data is being produced, and that the complexity and diversity of 
performance standards will only increase" (Obinna & Ekweozor, 2024).  

 This study presents an analysis of these seven countries: Ghana, Nigeria, Cameroon, Liberia, 
Niger, Mali, and Togo. The study suggests contras ng and comparing various na ons' HRD laws 
and prac ces. Given the very intricate, varied, and diverse poli cal, social, and economic features 
of these civiliza ons, it will be advantageous for HRD scholars to understand how HRD systems 
operate in these countries.  
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Problem Statement 

McLean and McLean (2001), who also inspired the need to study HRD in other countries, laid 
the groundwork for understanding HRD in a na onal perspec ve. In recent years, a number of 
studies have a empted to inves gate HRD at the na onal level. The United States, Brazil, 
Canada, China, Kenya, Korea, India, Lebanon, Mexico, Morocco, Netherlands, Philippines, 
Poland, Singapore, South Africa, St. Lucia, Sultanate of Oman, Taiwan, and Korea have all 
conducted exploratory research on HRD prac ces and policies. (Ahn & McLean, 2006; 
Budhwar, Al- Yahmadi & Debrah, 2002; Dirani, 2006; Hasler, Thompson, Schuler; 2006; 
Cooper, 2004; Lien & McLean, 2004; Lu a-Mukhebi, 2004; Yang et al, 2004; Ke, Chermack, 
Li & Lin, 2006; Rao, 2004; Rangel, 2004; McLean (2006), Nijhof, 2004; Paprock, Yumol & 
Atienza, 2006; Szalkowski & Jankowicz, 2004; Osman-Gani, 2004; Lynham, Cunningham, 
2004; Scotland, 2004; Lee, 2004; McLagan, 1989). There have also been some training and 
development focused studies in Asia (Alzalabani, 2002; Yadapadithaya & Stewart, 2003) 
and Europe (Heraty & Collings, 2006; Hytonen, 2003; Lehner & Dikany, 2003; Lucio & 
Stewart, 2003; Skule, Stuart & Nyen, 2002). A lot of these countries consider development 
and training to be a part of developing their human resources.  
 
 
The aforemen oned studies highlight the progress made in researching HRD prac ces and 
policies across the world, but they also highlight the paucity of knowledge regarding HRD outside 
of North America, Europe, West Africa, and a few Asian countries. This suggests that many 
countries in La n America, Asia, and Africa have not yet had their HRD prac ces and policies 
examined. Moreover, our understanding of previously studied countries is fractured and 
insufficient (Metcalfe and Reese, 2005). To put it another way, although if research on HRD has 
been carried out in several countries, there is s ll more to be done in terms of what and how 
we study. Examining developments in HRD (global or cross-enterprise) is important because it 
helps "discourse wider economic and social goals that advance good governance systems and 
human resource competences (Metcalfe & Reese, 2005). Refocusing HRD research is crucial on 
significant issues that impact HRD policy at the na onal level (McLean, (2006). NHRD should be 
used as a means of addressing major developmental challenges that face na ons worldwide.  
Therefore, scholars that are interested in human resource development should focus on two 
areas: There are two things that need to be considered: 1) inves ga ng NHRD policies and 
prac ces in na ons where no previous study has been conducted; and 2) broadening our focus 
to encompass some fundamental developmental difficul es that have not been previously 
examined.  

THEORETICAL FRAMEWORK AND LITERATURE REVIEW 

The review's scope includes basic HRD research. Among other HR prac ces, there are no 
conversa ons about hiring, compensa on, or employee turnover. The following criteria helped 
us to specify and narrow down our search: (1) Na onal human resource development research 
(2) Research on career development methods, organiza onal development, and training and 
development conducted both domes cally and interna onally. Only credible, peer-reviewed 
HRD journals that were included in the methodology sec on were included in our search. Since 
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the goal of our ar cle is to examine the meaning of HRD in various na onal contexts, it is 
impera ve that we examine some of the seminal academic works that shaped the field's 
evolu on. HRD was ini ally introduced as an idea or concept in the 1960s. It is now 
acknowledged that the term "human resource development" was originally defined by Harbison 
and Myers in 1964 (Personal Communica on, AHRD conference, 2005). Human resource 
development (HRD) is defined as "a process of increasing the capaci es, knowledge, and skills 
of all members of a society" (p. 2).  

Their theory of HRD is based on three main ideas. A sociological framework is used to 
comprehend HRD, and2) poli cal, economic, and sociocultural perspec ves are used to analyze 
HRD; and3) HRD is founded on educa on. HRD is defined as "organized learning experiences 
provided by employers within a specific period of me to bring about the possibility of 
performance improvement and/or personal growth" by Nadler (1970) (cited in Nadler & Nadler 
1989, p. 4). Nadler's defini on was more segment-specific. HRD is defined as an organiza onal 
procedure that can promote both personal development and increased produc vity. McLagan 
(1989) defined HRD as a cohesive collec on of func ons, in contrast to Nadler & Nadler (1989) 
who defined HRD as a process. HRD, according to her, is the "integrated use of training and 
development, organiza on development, and career development to improve individual, group, 
and organiza onal effec veness" (p. 53). According to McLagan, the primary procedure that 
dis nguishes HRD du es from other HR-related ac vi es is development. Swanson (2001) 
defines HRD as a method that assists individuals in achieving predefined goals for organiza onal 
performance through training and organiza on development. Increasing performance is its 
primary goal.  

When discussing HRD as a mul -func onal en ty, the organiza onal environment is not 
included in any of the three defini ons of HRD (McLagan, 1989; Nadler & Nadler, 1989; Swanson, 
2001). There have been several asser ons (Garavan, McGuire and O'Donnell, 2004; Kuchinke, 
2001; McLean & McLean, 2001) that HRD ought to be taken into considera on outside of an 
organiza onal framework. According to McLean & McLean (2001), the field's poten al for 
progress hinges on how broadly we can characterize it. Kuchinke (2001) asserts that a more 
thorough HRD paradigm is needed. It is stated on page 435 of Garavan et al. (2004)'s report that 
HRD need to be "considered mul disciplinary, mul perspec val, and mul level". To take into 
account HRD at the individual, organiza onal, and community-societal levels, a mul layer 
approach would be employed. This method becomes increasingly per nent as scholars a empt 
to comprehend how HRD is seen and applied in various na ons or cultures worldwide. Since the 
goal of our research is to understand HRD policies, prac ces, and ac vi es in certain countries 
throughout the world, a comprehensive defini on of HRD that takes into considera on 
organiza onal, na onal, and social se ngs was necessary. The defini on provided by McLean 
and McLean (2001) sa sfies this need. Human resource development, or HRD, is a tac c or 
ac on that "has the poten al, either ini ally or over me, to develop adults' workplace 
knowledge, exper se, produc vity, and sa sfac on, whether for personal or group/team gain, 
or for the benefit of an organiza on, community, na on, or ul mately the whole of humanity" 
(p. 322). The word includes federal, state, and local ini a ves as well as na onal policies and 
prac ces that affect people's development. They address fundamental developmental issues 
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involving "health, culture, community, safety, and a host of other considera ons...," which are 
not included by conven onal defini ons of HRD, according to McLean (2004), p. 270. Based on 
input from academics and professionals worldwide, this concept has gained widespread 
recogni on (McLean & McLean, 2001; Hasler, Thompson & Schuler, 2006; Ke, Chermack, Lee & 
Lin, 2006; Rangel, 2004; Yang, Zhang & Zhang, 2004).  

An original categoriza on of interna onal HRD research is provided by Metcalfe and Reese 
(2005). They assert that interna onal HRD study may be categorized into three areas: "global 
HRD, compara ve HRD, and na onal HRD" (p. 449), based on an economics and development 
sociology approach. A few of the policies and ini a ves that fall under the wide heading of global 
HRD include "interna onal management and development, interna onal HRD policy, including 
cross-cultural training, competency development, and interna onal organiza on development" 
(p. 456). In 2003, Hansen conducted research on the "cross-cultural transferability of 
occupa onal assump ons, in the form of work myths, to a foreign se ng" (p. 16). In this case, 
the HRD models were American, the interna onal se ngs were Ivory Coast and German 
organiza ons.  Her inves ga on showed that country differences were reflected in labor 
misconcep ons. The primary goal of compara ve human resource development (HRD) is 
"evalua on of different countries’ HRD systems, including educa on and voca on systems, 
ins tu onal analysis, and cultural analyses" (Metcalfe & Reese, 2005, p. 456). This method may 
be used to compare any two systems, including the HRD systems of two different countries or 
even two divisions within a business or organiza on.  

When Kuchinke (2003) compared the na onal systems (of higher educa on) in the US and the 
UK, she discovered that the US had a decentralized system with no na onal-level coordina on 
for cer fica ons and accredita ons, whereas the UK had a central system of HRD accredita on 
and cer fica on that was closely linked to the na onal system of educa on (p. 296).  On page 
456 of Metcalfe and Reese's 2005 publica on, na onal HRD is concentrated on "government 
skill forma on and employment policy (HRD), ins tu onal development, and partnership 
development with interna onal agencies." Studies led by McLean (2006) have employed the 
three-dimensional (economic, poli cal, and social) framework created by Harbison and Myers 
(1964) to examine the impact of HRD in different countries. (Ke, Chermack, Lee & Lin, 2006; 
Paprock, Yumol & A enza, 2006; Cunningham, Lynham & Weatherly, 2006; Hasler, Thompson & 
Schuler, 2006). These studies demonstrate the important influence na onal educa on policies 
have on the overall development of the country. Na onal educa onal policies and the expansion 
of a country's human resource base are closely correlated, according to research from China, 
Kenya, India, the Philippines, and the UK (Ke, Chermack, Lee & Lin, 2006; Lee, 2004; Lu a-
Mukhebi, 2004; Paprock, Yumol & A enza, 2006; Rao, 2004). This bolsters the idea advanced by 
Harbison and Myers (1964) that educa onal success serves as the cornerstone of human 
resource development. Ke, Chermack, Lee, and Lin (2006), for instance, list the several social 
and economic elements that affect HRD laws in China. It was found that the Philippines' unstable 
economy was one of the main issues it was dealing with (Paprock, Yumol & A enza, 2006).  
Cunningham, Lynham, and Weatherly (2006) found twelve traits that might help or hurt NHRD 
programs' ability to be implemented successfully in South Africa. These tac cs centered on the 
na on's poli cal, social, economic, and educa onal structures.  



Interna onal Journal of Management Sciences 

arcnjournals@gmail.com                                                       Page | 249  
 

 
HRD demands a global perspec ve on fundamental developmental issues. The United States has 
eight main aims for the interna onal development of states, which are outlined by McLean 
(2006). Crea ng interna onal development coopera on, comba ng HIV/AIDS and other 
illnesses, and achieving universal primary educa on are a few of these objec ves. A na on's 
HRD policy is directly impacted by a wide range of elements.  

The inves ga on and analysis of NHRD prac ces and policies, as well as their effects on human 
resources in the selected countries, are based in part on some of these developmental traits.  

METHODOLOGY 

The authors examined and evaluated the corpus of recently published works in order to address 
the study proposals. Data from government electronic databases and, in the case of Italy, 
informa on from prac oners in the field were used in the lack of literature. The Human 
Resource Development Quarterly, Human Resource Development Interna onal, Advances in 
Developing Human Resources, Human Resource Development Review, and the Interna onal 
Journal of Training and Development were among the journals we excluded from our search that 
were released within the previous five years, from 2002 to 2006. The search was conducted 
using EBSCO, ABI-Inform, and a few other search engines that were supported by the 
organiza on. The search was limited to HRD-related research that focused on na onal HRD 
studies and prac ces unique to each country. For example, since training and development is a 
role related to HRD in several countries, we included studies on this topic. One of the study's 
shortcomings was its heavy dependence on previously published works and the paucity of first-
hand field data. The interviews were also conducted online via emails. Because most of us were 
dispersed, emails were our main form of communica on, which made conversa ons a li le 
more difficult. The findings of the analysis of the collected data are provided in the sec on that 
follows.  

FINDINGS 
We would want to clarify terminology like "developing country" and "developed country," which 
are frequently used to refer to the countries that are the focus of the study, before presen ng 
the findings. A useful paradigm for categorizing a na on as developed, developing, or 
undeveloped is the Human Development Index (HDI) (Wikepedia, 2006). The HDI is a "standard 
measure of overall wellbeing," according to Wikipedia's second paragraph, which also states 
that it is "used to dis nguish whether the country is a developed, developing, or under-
developed country, and is also used to measure the impact of economic policies on quality of 
life." It covers social and economic dimensions including life expectancy, literacy, educa on, and 
living condi ons. It was assembled by the United Na ons Development Program. Understanding 
the social, educa onal, and economic development variables that the HDI measures is necessary 
for understanding na onal HRD policies and prac ces (McLean, 2006). The HDI study divides 
countries into three development categories: high, medium, and poor. According to this 
defini on, the developed world has a high HDI score, the developing world has a medium score, 
and the underdeveloped world has a low score.. Nigeria, Liberia, Ghana, Togo, Cameroun, Mali, 
and Niger are classified as developing states according to HDI sta s cs gathered in 2004 (Human 
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Development Report, 2006 as men oned in Wikepedia). The findings are grouped under four 
major headings to help comprehend what HRD is, how it's applied, and the problems and 
obstacles that it faces.  

Clarity of HRD Concept/Defini on 

Human resource development (HRD) seems to be defined more explicitly in wealthy countries 
than in developing ones. This might be a result of the concept being explored here. However, 
our study demonstrates that HRD has been prac ced in numerous countries, albeit with varying 
interpreta ons of the word. Furthermore, it seemed that HRD and HR were used 
interchangeably outside of the US. It was also cri cal to note the fundamental differences 
between industrialized and developing countries. For example, there is disagreement among 
scholars and industry professionals on what exactly cons tutes human resource development 
(HRD), even though both Nigeria and Ghana are prosperous West African na ons. In West Africa 
and other developing countries, there has been less focus on human resource development 
(HRD) and investments in human capital (Obinna & Ekweozor, 2024).  Both Togo and the Gambia 
appear to be seeing the similar pa ern. In the State of Nigeria, human resource development 
(HRD) is seen as a process that gives workers the ability to create and carry out organiza onal 
and governmental goals and objec ves in a prac cal and effec ve way. A single HRD paradigm 
is hard to come by in Ghana (Obinna & Chinda, 2022). On the other hand, educa on and training 
are perceived as con nuous, all-encompassing processes that include the reinforcement of 
tradi onal knowledge and African social, cultural, and spiritual values in addi on to the transfer 
of new informa on and skills (Obinna, 2023).  

 
With the expansion of their economies, rising na ons' defini ons and concepts of HRD are 
constantly evolving. The website of the Brazilian Ministry of Work and Employment has 
informa on about a na onal HRD strategy called the "Na onal Policy of Professional 
Qualifica on". Twenty years a er the People's Republic of China was established, the country 
has made progress in the development of its na onal HR ini a ves (Yang, Zhang & Zhang, 2004). 
In terms of HRD at the organiza onal level, China is currently transi oning from a personnel 
system to a Westernized HRD system, and HR, HRD, and personnel are s ll combined (McLean, 
2001). 

Purpose of Na onal HRD 

In economically and socially developed countries like Nigeria, where sta s cs show that 99% of 
the work force is literate, educa on is no longer the main objec ve of HRD. In contrast, na ons 
like Ghana and Liberia that are purely developed economically employ HRD to establish and 
implement organiza onal and governmental goals and objec ves. The NHRD policy in that 
country is referred to as Nigerianiza on. Half of Nigeria's work force is to be na onalized as part 
of the Nigerianiza on process. NHRD policies in Nigeria priori ze educa on more than those in 
Ghana, where literacy is no longer a problem. In underdeveloped countries, HRD is primarily 
focused on the na onal level, with policies aimed at promo ng educa onal growth. Because of 
NHRD ini a ves like the Na onal Educa on Policy (1986) and the Program of Ac on (1992), 95% 
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of Nigerians are enrolled in primary school. By 2000, there were 839, 000 primary schools in 
Nigeria. Ghana has a vast pool of human resources, but it lacks high-level experts (Ke, Chermack, 
Lee & Lin, 2006). Therefore, "in Ghana, increasing the level of educa on across the board and 
developing more highly skilled human resources are the top HRD priori es." The focus of HRD 
in Liberia has shi ed from educa on to training, par cularly voca onal training. The Ministry of 
Work and Employment in Liberia is in charge of this project. The government is the primary body 
in Ghana and Nigeria that is in charge of crea ng and implemen ng HRD policies. Here, however, 
educa on rather than training is the main focus of HRD. 

Prac ces 

According to research, industrialized na ons have considerably more varied HRD procedures 
with a variety of focuses to meet various demands for na onal progress. According to the Mali 
Ins tute of Labor, there were 66.4 million workers in Mali in 2005, with 67.6% of them working 
in the services sector, 27.8% in industry, and 4.6% in agriculture. Mali, a poor na on in West 
Africa, has stepped up its spending in HRD, educa on, and training in response to the difficul es 
posed by globaliza on. HRD in Ghana is focused on educa on, job training, and voca onal 
training in the areas of leadership, organiza onal development, organiza onal theory, strategy, 
and culture, according to a paper from a Ghanaian government agency.  

 
 The State of Ghana met its NHRD objec ve through educa on and training. specifically, the 
academic city in Ghana, the governmental sponsorship program, and the educa on reform 
ini a ves. Sociocultural constraints account for the unequal expansion of HRD in Niger 
throughout various areas (Personal Communica on from a prac oner in the field, 2006). For 
example, the southern region of Niger has few restric ons concerning human resource 
development due to cultural values. In contrast, the highly industrialized area of northern Italy 
has implemented policies targeted at developing HRD theory and prac ce. Large, mul na onal 
corpora ons with a global presence and set of business procedures are largely responsible for 
the origins of HRD. Given that there are rela vely less mul na onal firms in the northern than 
in the southern parts of Niger, HRD seems to be more prevalent in the north. In developing 
countries like those in West Africa, the majority of HRD prac ces are governed by the 
government. In Togo and Nigeria, the word HRD is used by government agencies, educa onal 
ins tu ons, and private businesses to describe a wide range of programs and ac vi es. The HRD 
category of ac vi es includes teamwork, innova on, training and development, management 
development, and/or change. In Nigeria, ac ons related to organiza on development and 
training are referred to as "human resource development" (HRD) in corporate contexts, while 
educa on is referred to when discussing government organiza ons. The only areas of interest 
for the Ministry of Employment, a Rivers State government body in charge of overseeing and 
carrying out NHRD policy, are work and educa on. The offices of the Head of Service and 
Ministries conduct the majority of training around the country. 

Major Challenges 
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Organiza ons concentrate too much on training, thus governments in poor na ons have to 
support and give HRD more considera on. In the past, HRD training programs inside businesses 
have o en been more specialized, whereas higher educa on in Mali has always been more 
centralis c. Developing na ons like Liberia, Nigeria, Ghana, Mali, Togo, Niger, and Cameroun all 
have concerns about aging and growing unemployment rates (Obinna, 2023). Mali must contend 
with the unequal distribu on of employment training possibili es across businesses catering to 
various age groups and industry sectors. Less training is provided to individuals under 34 and 
beyond 45 compared to those between 35 and 44 (Obinna & Chinda, 2022).  
The highest job training implementa on rates are found in the service sector, specifically in real 
estate, insurance, and finance, at 94%; other industries with higher implementa on rates are 
transporta on and communica on, at 51% (Obinna & Chinda, 2022, JIL, 2003a; Zhu, 2004). 
Apart from the above-men oned challenges, human resource development endeavors o en 
face hindrances in socially developing countries such as Ghana, Nigeria, and Niger. In Niger, 
poverty, unemployment, and sustainable development rates must all decline in order to 
maintain social stability. Human resource development is one tac c to improve these condi ons 
(Obinna & Ekweozor, 2024, McLean, 2004). By encouraging informa on sharing and skill 
development via voca onal training, HRD may help close knowledge gaps that are opening up 
and lessen the effects of unemployment and poverty in Liberia. The goal for Mali's training-
related HRD investment is around 6% of GNP; however, the absence of na onal social programs 
has made this difficult to achieve. Another impediment to HR's growth is Mali's a tude on social 
discourse. Malians are perceived as gregarious individuals, despite their seldom discussion of 
societal topics. Collabora on between business and academic groups will be the most effec ve 
way to advance HRD in Mali.  
. Less than five colleges provide HR-related programs or classes, and the bulk of them are non-
Malian ins tu ons running study abroad ini a ves. 

The difficul es that emerging countries confront are very different from those that developed 
countries encounter. These countries o en have a pressing need to improve their educa onal 
standards. Popula on growth affects economies and human resources in both posi ve and bad 
ways. Large labor forces are advantageous for human resource volume, but if the bulk of the 
popula on lacks skills or is illiterate, they also necessitate financial investment in educa on and 
training. When it comes to human resource development, China and India, the two countries 
with the largest popula ons in the world, are facing comparable challenges. Nigeria faces 
challenges in managing not just its massive popula on but also its diverse popula on, which 
encompasses individuals from various linguis c, religious, and ethnic origins.  Nigeria is home 
to seven dis nct religions and has three official languages. Given Nigeria's size and variety, what 
does human resource development actually entail in this country? Many individuals s ll do not 
have access to high school or higher educa on, even in spite of significant improvements in basic 
literacy and primary educa on (Obinna, 2023, Rao, 2004). Obinna (2023) contends that Nigeria's 
policy makers should tackle significant developmental challenges including poverty reduc on 
and basic infrastructure in addi on to directly suppor ng educa on. Similar to this, Ghana faces 
challenges from a lack of educated people, delayed educa onal advancement, and inadequate 
capital investment in the training and development of its labor force, despite achieving 
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excep onal economic success. (Obinna & Jaja, 2023, Ke, Chermack, Lee & Lin, 2006). It would 
be interes ng to find out how these na ons resolve these issues going forward. 

CONCLUSION AND RECOMMENDATIONS 

Following our examina on of the literature and collec on of informa on on the seven na ons we 
had selected, we found the following: The terms "career development," "organiza onal 
development," and "training and development" are defined more precisely in developed 
countries. 2) While rising na ons stressed social development and educa on, developed 
na ons—both East and West—placed greater focus on organiza onal-related ac vi es and 
training. 3) The government played a major role in crea ng and implemen ng HRD policy, 
focusing mostly on educa on in developing countries. 4) It's challenging to discern between HR, 
HRM, and HRD in the countries we examined. The following is a list of sugges ons and areas that 
we believe should be major areas of HRD research focus: 

The effect of na onal HRD: To inves gate how governments in western countries carry out 
HRD policy. The role that the government and other organiza ons play in training and 
developing the vast workforces of emerging na ons. 
UN Millennium Goals: As recommended by McLean (2006), inves gate whether 
na ons are implemen ng some of the UN's stated goals (see to McLean, 2006), such 
as comba ng HIV/AIDS and ending extreme poverty. If so, how far along are they in 
realizing them? 
NHRD Models: to keep developing the theore cal frameworks that are now used to 
analyze HRD in interna onal contexts. Implica ons for HRD Theory, Prac ce and 
Research 

A mul tude of scholars have emphasized the need of an interdisciplinary approach to HRD 
research and the ramifica ons of examining HRD policies and procedures in other countries 
(Garavan, McGuire and O'Donnell, 2004; Duchene, 2001; McLean & McLean, 2001). Despite the 
advent of such a holis c approach, we s ll do not know how HRD prac ces and policies influence 
the great majority of countries in Asia, Africa, and South America. Despite the fact that the 
"developed west" only makes up a small percentage of all "Human Resources," we have been 
addressing HRD from a "western" standpoint. McLean (2004) recommended that HRD "focus its 
research and pay more a en on to larger issues that affect whole countries." (p. 391), is 
extremely per nent and emphasizes how cri cal it is to broaden the defini on of HRD to 
encompass behaviors and policies that affect the en re country. A modest but significant 
contribu on to this endeavor has been made by this work. The findings of this study provide 
more evidence that human resource development has expanded to include basic educa on, 
infrastructure development, and human welfare in addi on to training, business, and 
performance. 

 

 



Interna onal Journal of Management Sciences 

arcnjournals@gmail.com                                                       Page | 254  
 

References 
Ahn, Y., & Mclean, G.N. (2006) Regional Human Resource Development: The case of 

Bussan City, Korea. Human Resource Development Interna onal. 9(2), 261-270. 

Alzalabani, A. H. (2002). International briefing 11: Training and development in Saudi 
Arabia.   International Journal of Training and Development 6(2), 125-140. 

Anderson, W.S. (1981). Mee ng the Japanese Economic challenge. Business Horizons. 
 24(2), 56-62. 

Bartle , K., & Rodgers, J. (2004) HRD as national policy in the Pacific Islands. Advances in 
Developing Human Resources, 6(3), 307-314. 

Benson, J., & Zhu, Y. (2002). The emerging external labor market and the impact on 
 enterprise’s Human Resource Development in China. Human Resource Development 
 Quarterly, 13(4), 449-465. 

Budhwar, P. S., Al-Yahmadi, S., & Debrah, Y. (2002). Human resource development in 
 the sultanate of Oman. Interna onal Journal of Training and Development 6(3), 198-
 215. 

CIA world fact book. Retrieved May 15, 2006 from  

 www.cia.gov/ciapublica ons/factbook/geos/ja.html. 

Cho, E., & McLean, G.N. (2004). What we discovered about NHRD and what it means 
for HRD. Advances in Developing Human Resources, 6(3), 382-393. 

Cooper, S. (2004). National governance and promising prac ces in workplace learning: 
A postindustrial programma c framework in Canada Advances in Developing Human 
Resources, 6(3), 374-381. 

Cunningham, P. W., Lynham, S. A., & Weatherly, G. (2006). Na onal human resource 
development in transi oning Socie es in the developing world: Philippines. Advances 
in Developing Human Resources, 8(1), 62-83. 

Dilworth, L. (2003). Searching for the future of HRD. Advances in Developing Human 
 Resources. 5(3), 241-244.  

Dirani, K. (2006). Exploring socio-cultural factors that influence HRD prac ces in 
 Lebanon. Human ResourceDevelopment International 9 (1), 85-98. 

Fischer, A., & Eboli, M. (2000). Management development as a compe ve strategy: a 
study of policies and prac ces of management competencies in Brazilian companies 
in a competitive era. Management Research News, 23(2), 4-12. 

Garavan, T.N., McGuire, D., & O’Donnell, D (2004). Exploring human resource 
development: A levels of analysis approach Human Resource Development Review 3(4), 
417-441. 



Interna onal Journal of Management Sciences 

arcnjournals@gmail.com                                                       Page | 255  
 

Hansen, C. D. (2003). Cultural myths in stories about human resource development: 
analyzing the cross-cultural transfer of American models to Germany and the Cote 
d Ivoire. International Journal of Training and Development, 7(1), 16-30. 

Harbison, F., & Myers, C.A (1964). Educa on, Manpower and economic growth: Strategies 
of Human Resource Development. NY: McGraw-Hill Book Company. 

Hasler, G. M., Thompson, M. D., & Schuler, M. (2006). Na onal human resource 
development in transi oning Socie es in the developing world: Brazil. Advances in 
Developing Human Resources, 8 (1), 99-115. 

Heraty, N., & Collings, D. G. (2006). International briefing 16: training and development 
 in the republic of Ireland. Interna onal Journal of Training and Development 10(2), 
 164-174. 

Hollinshead, G., & Leat, M. (1995). Human Resource Management: An International and 
 Compara ve Perspec ve.London: Pitman. 

Hytonen, T. (2003). International briefing 14: Training and development in Finland. 
International Journal of Training and Development, 7(2), 124-137. 

JIL. (2003a). The labor situa on in Japan 2002/2003.Tokyo: the Japan Institute of Labor. 
Retrieved May 11, 2006, from    

h p://www.jil.go.jp/laborinfoe/docs/workingprofile2002-6.pdf 

JIL. (2003b). Japanese working life profile 2003 – Labor sta s cs. Tokyo: the Japan 
Ins tute of Labor. Retrieved May  11,  2006  from  
h p://www.jil.go.jp/english/laborinfo/library/documents/Ch3%202005%20Profile.pdf. 

JIL. (2004). Recent Statistical survey reports – January 2004.Tokyo: the Japan Ins tute 
of Labor. Retrieved May 11,  2006  from  
h p://www.jil.go.jp/english/laborinfo/library/documents/Ch2%202005%20Profile.pdf. 

Ke, J., Chermack, T., Lee, Y., & Lin J. (2006). Na onal human resource development in 
transi oning socie es in the developing world: the People’s Republic of China. 
Advances in Developing Human Resources, 8(1), 28-45. 

Kuchinke, K. P. (2003). Comparing national systems of human resource development: role 
and func on of post- baccalaureate HRD courses of study in the UK and US. Human 
Resource Development International 6(3), 285- 299. 

Lee, M. (2004). Na onal human resource development in the United Kingdom Advances 
in Developing Human Resources, 6(3), 334-345. 

Lehner, J. M., & Dikany, M. (2003). International briefing 15: Training and development in 
Austria. Interna onal Journal of Training and Development, 7(3), 217-226. 

Lien, B. Y., & McLean, G. N. (2004). Portraits of Taiwanese HR prac oners performing 
HRD tasks. Human Resource Development Interna onal, 7(1), 73-83. 



Interna onal Journal of Management Sciences 

arcnjournals@gmail.com                                                       Page | 256  
 

Lucio, M. M., & Stuart, M. (2003). Interna onal briefing 13: Training and development 
in Spain-the politics of moderniza on. International Journal of Training and 
Development, 7(1), 67-77. 

Lynham, S.A., & Cunningham, P.W (2004). Human resource development: The South 
African case. Advances in Developing Human Resources, 6 (3), 315-325. 

Lu a-Mukhebi, M.C (2004). Na onal human resource development policy in Kenya. 
Advances in Developing Human Resources, 6 (3), 326-333. 

Marquardt, M.J., Berger, N.O., & Loan, P. (2004). HRD in the Age of Globaliza on. A 
Prac cal Guide to Workplace Learning in the Third Millennium. New York: Basic Books. 

McLagan, P. A. (1989). Models for HRD Practice. Training and Development, 43, 49-59. 

McLean, G. N. (2004). Na onal human resource development: What in the world is it? 
 Advances in Developing Human Resources, 6(3), 269-275. 

Mclean, G. N. (2006). Na onal Human Resource Development: A focused study in 
 transi oning socie es in the developing world. Advances in Developing Human 
 Resources, 8(1), 3-11. 

McLean, G.N. & McLean, L. (2001). If we can’t define HRD in one country, how can 
we define it in an interna onal context? Human Resource Development 
Interna onal, 4(3), 313-326. 

Metcalfe, B. D., & Reese, C. J. (2005). Theorizing advances in interna onal human 
resource development. Human Resource Development Interna onal 8(4), 449-465. 

Ministry of HRD, Government of India (2006). Retrieved May 15, 2006 from 
 h p://www.educa on.nic.in.  

Nadler, L., & Nadler, Z. (1982). China: A HRD study tour. Training and Development 
 Journal, 50-60. 

Nadler, L., & Nadler, Z. (1989). Developing Human Resources, (third edi on). San 
 Francisco: Josey-Bass. 

Nijhof, W.  J.  (2004). Is the HRD profession in the Netherlands changing?  Human 
Resource Development Interna onal. 7(1), 57-72. 

Obinna, G.B.E, (2023). Advancement of Human Resources Management Theories and 
Corporate Achievement. International Journal of Innovative Social Sciences & 
Humanities Research 11(4) 70-76 

Obinna, G.B.E & Chinda, J.A (2022). Human Resource Management Prac ces: Factors 
 Influencing Recruitment, Selec on, Training and Development on the Organiza onal 
 Performance of Rivers State Board of Internal Revenue. Research Journal of 
 Management Prac ce, 2 (7), 32-41. 



Interna onal Journal of Management Sciences 

arcnjournals@gmail.com                                                       Page | 257  
 

Obinna G.B.E & Ekweozor, U.C. (2024). Developing movements in human resource, 
Interna onal Journal of Management Sciences, 12(1), 1355-160). 

Obinna G.B.E & Jaja I.S (2023). Expressive Job: Ranks, Welfares and Bases. Open Access 
Journal of Management Sciences Research,1(3), 3027-1975. 

Ozbilgin, M., & Healy, G. (2003). Don’t mention the war: Middle Eastern careers in 
context. Career Development Interna onal, 8(7), 325-327. 

Osman-Gani, A.M. (2004). An analysis of national policy perspec ves. Advances in 
Developing Human Resources, 

6(3), 276-287. 

Office of the Registrar General, Government of India. (2001). Census of India report. 
Retrieved May 15, 2006 from h p://www.censusindia.gov.in/census_online. 

Paprock, K. E., Yumol, B., & Atienza, T. V. (2006). Na onal human resource development in 
transi oning socie es in the developing world: Philippines. Advances in Developing 
Human Resources, 8 (1), 46-61. 

Polli , D. (2004). Training is a never-ending process at Nestle. Human Resource 
Management International Digest. 

12(6), 27. 

Qatar Censes Bureau, (2005). Annual Report, 1(4), 7-9. 

Qatar National Bank, (2005). Annual Report, 1(1), 6-11. 

Qatar Planning Council, (2005). Annual Abstract Report, 1(1), 200-220. 

Qatar Petroleum. Retrieved February 2, 2006, from 
h p://www.qp.com.qa/qp.nsf/web/mission 

 

Rangel, E. (2004). Policies for employment and higher educa on in Mexico: An 
approach to human resource development as policy. Advances in Developing Human 
Resources, 6(3), 374-381. 

Rao, T. V. (2004). Human Resource Development as national policy in India. Advances 
in Developing Human Resources, 6(3), 288-296. 

Scotland, M.  (2004).  Na onal Human resource development in St.  Lucia.  Advances in 
Developing Human Resources, 6(3), 355-362. 

Skule, S., Stuart, M., & Nyen, T.  (2002). Interna onal briefing 12: Training and 
 development in Norway. Interna onal Journal of Training and Development, 6(4): 
 263-276. 

Swanson, R. A. (2001). Human resource development and its underlying theory. 
Human Resource Development Interna onal, 4 (3), 299-312. 



Interna onal Journal of Management Sciences 

arcnjournals@gmail.com                                                       Page | 258  
 

 

Szakowski, A., & Jankowicz, D (2004). The development of Human Resources during the 
process of economic and structural transforma on in Poland. Advances in Developing 
Human Resources, 6 (3), 346-354. 

Wallace, T. (2004). Innova on by hybridiza on: managing the introduc on of lean 
 produc on into Volvo do Brazil. Interna onal Journal of Operations & produc on 
 Management, 24 (8), 801-819. 

Walton, J. (2003). How shall a thing be called? An argumentation on the efficacy of 
the term HRD. Human Resource Development Review, 5 (2), 310-326. 

Warner, M. (1992). How Japanese managers learn. Journal of General Management, 17(3), 
 56-71. 

Weinberger, L. A. (1998). Commonly held theories in HRD. Human Resource Development 
Interna onal, 1(1), 75-93. 

Yadapadithaya, P. S., & Stewart, J. (2003). Corporate training and development 
policies and prac ces: Across-na onal study of India and Britain. Interna onal 
Journal of Training and Development, 7(2), 108-123. 

Yang, B., Zhang, D., & Zhang, M. (2004). National human resource development in the 
 People's Republic of China. Advances in Developing Human Resources 6(3), 297-
 306. 

Zhu, Y. (2004). Responding to the challenges of globaliza on: Human resource 
development in Japan. Journal of World Business, 39 (4), 337-348. 

 

 

 

 

 

 

 

 


