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Human Resource development is an important asset
permitting corporations and governments to surinve
this unstable economic world. Skillful and well

PasBuTHE THOICKAX pecypcoB (T.e. KaapoBOTo
TIOTEHIINANA) SBIICTCS IICHHBIM BKJIAIOM,
MTO3BOJISIOIINM KOPIOPALUSAM U IPAaBUTEIECTBY

BBDKHMBATh B TOM HECTaOMILHOM SKOHOMHYECKOM
mupe. CoCOOHBIH U XOpo1I0 00pa3oBaHHbBII
paboTHHK OyzeT Bceraa NoslyyaTb IPEeUMYIIECTBO B
KOHKYpeHTHOH OopnOe. B aToii cratke, nocie
ompeJeNeHus pa3BuTHs JT0ACKUX pecypcoB (PJIP) u
Pa3bICHEHHS Pa3HULIBI MEXTy HUM H Pa3BUTHEM
yesoBeueckoro norennuana (PUII), s 00bsACHIO
npoGiembl onieHku PJIP ¢ ueTko BeIpa)kKeHHBIMHU
(dbopMyIaMu U IPAMEPaMH U3 TPAKTUKH,
MTOKA3BIBAIOIIMMHI KaK IMEHHO MOKHO U3MEPHUTh

s pexTrBHOCTL MHBECTHIMIA. Hike B criennanbHON
TabIMIE CO CCHUTKAMM OyIIyT MPeICTaBICHBI
METO/I0JIOTMYECKUE AaHHbIE C Pa3INUHBIMH METOJaMU
pacdera, a Takxe odmue nonoxenus 6omnee 10

educated worker will always permit getting
competitive edge. In this article after definingrhian
Resource development (HRD) and explaining the

difference between it and Human development (HD), |
will explain the problem of evaluation of HRD with

concrete formula and case study showing how the
return on investment can be measured. The

methodological background with different approaches

of more than 10 eminent writers on the question of
training evaluation and the common points of them
will be presented in a special table with referasnce
Also in the article | ‘am going to give my concrete
processes with typical strategy to follow in terofis
HRD in government levels, more specifically in

developing countries like Mali where Human capital
development is a crucial question. Many corporate o
state managers fail with their HRD strategy becaiise

IIUPOKO U3BECTHBIX aBTOPOB, UCCICAYIOMINX BOIPOCHI
OLICHKH KaﬂpOBOﬁ IOArOTOBKH. Taxoke B cTaThe s
co61/1pafocr, IPHUBECTU PCAJTIBHBIC ITIPUMEPHI ITPOLECCOB

TUTIMYHON CTPATETHH, YTOOBI IPOCIEANTH KaK
peanmuzyetcsi PJIP Ha nmpaBUTENbCTBEHHBIX YPOBHSIX, B
YaCTHOCTH B Pa3BUBAIOIINXCS CTPAaHAX, TAKAX KaK
Mauty, rie pa3BUTHE KaJIPOBBIX PECYPCOB SBISETCS
KITIOYEBBIM BOIPOCOM. MHOTHE KOPIIOPAaTUBHBIE WIIN
TOCyJapCTBEHHBIE MEHEKEPHI TEPIIAT HEYAauH B
NpUHATBIX UMHU cTpaterusx PJIP u3-3a Hemoctarka
3HAHUW WIH UHCTPYMEHTOB YIPABIICHUS, KOTOPbIE
MODJIH OBl UM B 3TOM MOMOYb. [loaTOMY 5 Tymaro, 3Ta
CTaThsl CMOXET IIOMOYb UM B 3TOM BOIIPOCE, a TAKKE
MIPHUBJICYCT BHUMAHKE MTPABUTEIILCTB Ha BAXKHOCTh
naBectupoBanus B PJIP u nonyuenuu 3HaHuit
HaJUIEKAIuX METOIOB OlIEHKH. B KOHIle JTaHHOH
paboThI OYIET TaKKe MPUBEICHO HTOTOBOE
3aKIII0YCHUE

Kimouessie ciioBa: PASBUTHUE JIFOJJCKX
PECYPCOB, YEJIOBEHECKOE PA3BUTUE,
OLIEHKA, CTPATEI'MU, I''TOBAJIN3 AL,
YCTONYMBOE PA3SBUTHE,
T'OCYJAPCTBEHHAS
MMPOU3BOJUTEJIBHOCTD, COLIUAJIbBHA S
MOTUBAIMA, YIIPABJIEHUE ITEPCOHAJIOM
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lack of knowledge or management tools which can
help them do it. So I think this article will hetlpem
more and also will draw governments’ attention lom t
importance of investing in HRD and knowing good
evaluation methods. And the work will finish with a
conclusion
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1. INTRODUCTION

HRD (human resource development) is a relativelyweoy old discipline but a
well established field of practice really importafdar all developing or
developed countries. HRD is focused on human kemgrking in productive

systems.

We have many definition of HRD proposed by writargl HR specialists and
one of the most important has been proposed byaRiciA. Swanson and
Elwood F. lolton: HRD is a process for developingd aunleashing human
expertise through organization development and opeed training and
development for purpose of improving performafitg, 3,]. Some more recent
definition even considers HRD as an agent of salcgetd national development,
not only focused on organizations.

For me "Strategic HRD can be defined as the ingantiand following of a
learning culture, within which a range of trainindgvelopment and learning
strategies both respond to corporate and statetegir and also help to shape
and influence it". This suggests that a key fodust@tegic HRD is the creation
of a learning environment and structural designt famotes learning and
development for performance improvement and cormperiess.

HRD is any process or activity that, either idijisor over the long term, has
the potential to develop adults work-based knowdedexpertise, productivity,
and satisfaction, whether for personal or groupitegin, or for benefit of an
organization, community, nation, or, ultimatelye tiwhole of humanity (Mclean
and Mclean, 2000).[4, 5, 10,] .It is different folid (human development), but
can have a strong influence on the latest one. Hweaelopment is considered
through index of longevity, index of education divthg standard. International

organizations proposed a formula for the measurerfit]

http://ej.kubagro.ru/2015/03/pdf/06.pdf



Hayunsrit sxypaan KyoI'AY, Ne107(03), 201501a 3

A: longevity

B: education

C: living standard

For me RHD can just be consider as a cornerstoretipe permitting
companies and countries to survive in to this urstaconomic world by
giving them possibilities to evaluate their humapital and propose solutions
to increase its capacity. It is a strategic investt.

2.WHY TO EVALUATE HRD IN COUNTRIES?

Evaluation is undertaken for several reasons. Gélgethe reasons fall into two
categories (Phillips, 1983): to improve the HRDgass and to decide whether
or not to continue it. Evaluation is a systematiocess that determines the
worth, value, or meaning of something. [8, 9, 11, 1

Most of the sub-saharan countries do not haveegjfies for HR development in
whole. In this case it is difficult for them to kmahe exact way to follow for
economical development. Development comes from lpeamt natural
resources, because natural resources may disappeaérthey are not well
manage, will not be profitable for the country. Tdfere, human capital
development is a big asset for economical growts &verybody (developed or
developing countries) are agreed that we must tnweBlR development, but
the critical questions are:

- How to understand HRD in this global village?

- Which process to follow? As | call here the test way.

- How to evaluate ROI of this investment, and a&zover the weak points of
the system and repair them for better future?

- How build up an HRD strategy for the country?

These 4 questions must be considered today in @lihtoes today and

specifically developing countries like Mali.

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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In this article | will propose an HRD strategy ftali with the appropriate
process, with mythology to evaluate it for a susthle HR development of this
country.

3.HRD and GLOBALIZATION

As the tendency of the world economy to act in omé, led by very big
corporations doing business all over the world,ntves do not have much
possibilities to protect their job market againeign well qualified workers.
There the only tool for a sovereign country to gaampetitive edge and provide
better life to its population is to invest in th&i@ining and development.

HRD is also a crucial factor to moving into the lgab village and this point of
view has been supported by Rheine smith when he¢ewtmt Globalization
“enables the world to reach into individuals, cogimns, and nation-states
farther, faster, deeper, and cheaper than everdie{éreidman, 2000, p.9).
Rheine smith continued on the same way by suppttiat, nation states and
organizations have:

- Gather global trends on learning, related teabgyltraining, and organization
development to improve the competitive edge.

- Think and work through contradictory needs resgltfrom paradoxes and
confrontations in a complex global world.

- View the organization as a process rather thstnuature.

- Increase ability to work with people having vaisoabilities, experiences, and
cultures.

- Manage continuous change and uncertainty.

- Seek lifelong learning and organizational imment on numerous fronts.
Globalization did not reinforce competition onlyesonomic market, but it also
created cut throat competition in international joarket where we need only
excellent and well trained work force. [13, 1, 6, 7

To survive states and companies have to adopt Ri2 ptactice.

4. HRD POCESS

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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As it is a practice, so HRD is based on process;iwpermits us to know the
sequence of different actions. Through my investiga and analysis, |

remarked the necessity of 6 phases and 2 diffprexesses.

HRD T and D
Phase 1 struycture /policy strﬂlcture /policy
V
Phase 2 Analyze Analyze
Vv
Phase 3 Propose Design
{ |
Phase 4 Create Develop
Phase 5 Implement Implement
Phase 6 Assess Evaluate

Systematic approach figurel

Analysis and evaluation phases are very strategitgpof HRD so they should
be carried with more expertise and serious.

The reality is that, both of the processes are mapbd but ADDIE (analysis,

design, develop, implement, and evaluate) modebften overlooked when

organizations create and implement training prograf number of reasons
have been noted for organizations failing to condystematic evaluations.
First, many training professionals either do ndtelve in evaluation or do not
possess the mind-set necessary to conduct evalu@wanson, 2005). Others
do not wish to evaluate their training programsaose of the lack of confidence
in whether their programs add value to, or haveaichpn, organizations or
society (Spitzer, 1999). Lack of evaluation was adtributed to the lack of

resources and expertise, as well as lack of amaai#on culture that supports

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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such efforts (Desimone, Werner, & Harris, 2002; IiglBenscoter, & Rohrer-
Murphy, 2000). Even for limited efforts in trainingvaluation, most are
retrospective in nature (Brown & Gerhardt, 2002;ngy& Wang, 2005). [4, 5,

10, 11]

5.EVALUATION OF HRD IN COUNTRIES

Many countries know now the importance of humarnitabpnd at the same time
human Resource has huge value in economic théldrs literature emphasizes
the importance of human capital formation in theglderm growth of output,

especially in developing countries but also devetbmnes. In addition, it
highlights the influence of national economic pigeon long term economic
growth, a feature absent in neoclassical modelsoiling to this view, changes
in the rate of human capital investment lead tagka in the long term rate of
output growth rather than simply to changes in t&eel of output. The

allocation of expenditures between human and payswestments, including
government expenditures, therefore has criticalifremtions for future growth

and development. Strictly speaking, the measuren@nthuman capital

development should cover the range of investmdraishuman beings make in
themselves and in others, including formal andrmfd education, on-the-job-
training, health, nutrition, and social services.

This definition makes several important points (Benone et al, 2003):

* First, when conducting an evaluation, both deseepand judgmental
information may be collected. And these both areded in HRD evaluation.
Some of the judgments are made by those involvadamrogram, and others

are made by those not involved in the program.

* Second, evaluation also involves the systematitecidn of information
according to a predetermined plan or method to renthat the information is

appropriate and useful.

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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* Finally, evaluation is conducted to help managemployees, and HRD
professionals make informed decisions about pdatiqurograms and methods.
For example, if part or a program is ineffectiiemiay need to be changed or
discarded. Or, if a certain program is valuablejaty be replicated in other parts
of the organization. [4, 11,]

6. TRAINING EVALUATION METHOLDLOGIES:

We have some methodologies of evaluation used wittelevaluate training
effort such us Formative and Summative Evaluation.

Formative evaluation, programs or projects arechlly assessed during their
development or early implementation to provide infation about how best to
revise and modify for improvement. This type of leasion often is helpful for
pilot projects and new programs, but can be usedifogress monitoring of
ongoing programs. In summative evaluation, programgrojects are assessed
at the end of an operating cycle, and findingsdsity are used to help decide

whether a program should be adopted, continuechoalified for improvement.

Both evaluation methods are recommended for usenwgossible, to provide
program staff with ongoing feedback for program rfications (formative) as

well as periodic review of long-term progress onjangrogram goals and
objectives (summative), and to meet regular repgrtequirements (e.g., for a

grantor, agency, organizational manager, or statgrastrators).

6.1 METHODOLOGICAL BACKGROUND

Model/ Framework Training evaluation criteria

1. Kirkpatrick (1994) Four levels: Reaction, Learning, J

Behaviour, and Results

2. Brinkenhoff (1987) Six stages: Goals, Desigdteation,

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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Design's Implementation, Recipier

Exit, Reaction, Benefit

IS

3. Holton (1996)

Three levels: Learning, Individual
Performance, Organizational ResL
and five categories of variables 3
the relationships among the
Secondary Influences, Motivatic
Elements, Environmental Elemen

Outcomes,Ability/ Enabling Element

4. CIPP (Galvin, 1993)

Four levels: Context, Input, Proce
and Product

5. CIRO (Warr et al., 1970)

Context, Input, Reaction, an
Outcome

nd

6. Systems approach
(Bushnell, 1990)

Four sets of activities: Inputs,

Process, Outputs, and Outcomes

7. Kraiger, Ford and
Salas (1993)

A classification scheme that specif
three categories of learnir
outcomes(cognitive, skill--base
affective)suggested by the literaty
and proposes evalualt
measures appropriate for ec

category of outcomes

g
d,
Ire

ion

Ich

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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8. Kaufman and Keller (1994)

Five levels: Enabling and Reaction,
Acquisition, Application
Organizational Outputs, and Socie

Outcomes

tal

9. Phillips (1996)

Five levels: Reaction and Plann
Action, Learning, Applied Learning o
the Job, Business Results, Return

Investment

n

on

10. Kumpikaite,
Sakalas (2005)

Five criterias: Organization Approac
to HRD; HR Service Employees Wo
Performing; Career and Resel

Organizing; Training, profession

ve

al

development, adaptation and their

evaluation; Determination (
development needs and rewarding

according to deserts

f

11. Noe (2005)

Three factors: Ability, Motivation ang

Environment

12. Goldstein (1986)

Four elements: Needs Assessm
Course Design and Deliver
Participant Learning, Applications

Learning.

Table (1) methodological background

http://ej.kubagro.ru/2015/03/pdf/06.pdf



Hayunsrit sxypaan KyoI'AY, Ne107(03), 201501a 1C

After reading different writers about HRD evaluatian countries, we
understand that their common points are motivagpmlity and cost in general.
[9, 10, 1] So HRD is an investment for short amabl term.

The system of training is very much influenced bg human resource or civil
service model in a particular country. A careerteys requires a different
training system than a position based system. &@ec development training is
necessary to prepare staff recruited for a civiVise post (civil servants are
hired without specific expertise for the positiofherefore initial training and
training in general plays a much more important rtflan in a system with
position based characteristics.

I will develop more the theory of HRD and proposeme development
strategies for developing countries like Mali in thesis.

Here is the way to follow in order to increase |iplerformance and meet the
development objectives.

7. STRATEGIC HRD FOR DEVELOPING COUNTRIES (example Mali)
Considering the weak economical reality of thesentaes, the low quality of
education in all levels, civil services and privatanpanies are in serious need
of well qualified workers. The only solution forathis to invest more in HRD,
and to improve management level in all levels.

People really need knowledge in those countriesdier to manage themselves
and avoid conflicts lead by ignorance but also Ifskilworkers for their
sustainable development.

This strategy focused on investment in differentele of HRD from early
childhood development to Human Resources work fdeselopment should be
accompanied with strategic management system anihodie evaluation
system. In all the different levels, social motigatplays a central role because
when people are implicated in a training procebg ttesult can be more
sufficient than the opposite.

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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At the same time the theory of social motivatiorcigcial in achievement of
organizational goals. As for evaluation the ROI imeiblogy can be used for
measurement of the ad value of different investsiantl recognize the defeated
points.

See the way to follow in the graphic bellow andvddhe case study about ROI
methodology.

State HRD strategy figure 2

State HRD
strategies/policy

State performance and
Early Childhood Ed > economical

development

< General Education > /\
< Adult Learning >

Human Resources Workforce ) < Social motivation
Dev

With such strategy of HRD countries or companias useROI Methodology.

The evaluation model that emerged from the worlbaf Donald Kirkpatrick

and Dr. Jack Phillips has become the most crechiplé most widely used
training and HRD evaluation methodology in the worln particular, the
Phillips ROl Methodology TM offers a practical way forecast the potential
payoff—return on investment (ROI) of a proposedhirey or human resources
development initiative before funds are committed.

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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The MCPCC ROI Forecasting Tool, based on the Phillips approaschn easy-
to-use decision support tool that allows organmregito quickly develop and
examine the business case for investing in workfatevelopment. While the
tool itself is a self contained and self-explanatBOI calculator, the following
Is a brief overview of the ROI Methodology TM unly&ng the forecasting tool.
ROI and cost-benefit analysis are familiar decisimaking tools used in
business management worldwide [8, 1, 10,11, 3]yHnre used most commonly
to analyze planned investment decisions for theiaitopn of capital equipment
and technology. At its simplest, ROI is the ratibtbhe net benefits of an

investment compared to its total costs.

Total Program Benefits
BCR =

Total Program Costs

Total Program Benefits — Total Program Costs

- 0
kol Total Program Costs x100%

Net Program Benefits
ROI = x 100%
Total Program Costs

Example:

A sales training program delivered by Lenta a legdiommercial company in
Russia (SPB) to 61 retail sales associates resultan increase in sales
contributing an increase in profits to the orgatiraof $ 150.000 per year. The
total cost of the program was $ 120,000.

150,000% _

The benefit cost ratio will be; BGR =125%
120,0005

http://ej.kubagro.ru/2015/03/pdf/06.pdf
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In other words, for every $1.00 spent on the ingnprogram, $ 1.25 is

returned.

150,000—-120.000

i — 0
The ROI of the program iR0OI = 120000 X 100%
— 30099 +100=25%
1Z20.000

This means that every dollar spent on the traimrggram is returned and an

additional $0.25 is returned as profit.

Conclusion

Evaluation of HRD interventions should take plaag#gressing whether strategic
objectives and needs of the government institutiave been met and whether
organizational performance has been improved thréegrning interventions.
Many countries (developed or developing) startédrnes such as privatization,
devolution, purchaser-provider split, performance anagement and
commercialization. These reforms need significdr@nges in the behavior and
competencies of civil servants. Duties are becommmgtifaceted and very
complex: they may encompass policy advice, manageofehuman, financial
and other resources, the provision of critical @y and others (United Nation,
2005). Such an environment makes extraordinary ddman all civil servants.
Meeting all these challenges requires a unique cwatibn of knowledge, skills,
attitudes and effective human resource developnsgstems, policies and
strategies to nurture these competencies. Moretivere is strong competition
for talent in the market and the public sector ne@hpete with the private
sector for human resources (Tulgan, 2001). In slgosternments need to build
a culture of organizational learning that will festontinuous reinvention of the

public service.
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