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Abstract: The development of human resource has been envisaged as organizational
transformation in experience and knowledge which is deemed as vital for both individuals and
organizations to fulfil the mandatory capability for organizational change and expansion.
Contemporary approach towards the development of human resource has justified the
compatibility of both organizational needs and individual’s objectives for the overall
progression. This vividly discloses the separation of training process from the development as
having longer term future for more tedious responsibilities. This activity is indispensible to
tackle the additional and transformed responsibilities through enhanced experience or formal
education. The development as an activity also extends to longer period of time in order to
accept new horizons of growth and flourishing endurance for individuals and organizations. This
paper attempts to explore the development techniques for human resource in the NGOs of
Balochistan as being least developed province of Pakistan. It emphasizes the effectiveness of
development techniques categorized in two different types of traditional and innovative groups.
The study also reveals information about the current use of these techniques for human resource
development in the NGO sector in order to evaluate the level of awareness about both types of
techniques. In the perspective of research study, the categorization has been performed to
analyse the effectiveness of development techniques through different angles. Moreover, the use
of information technology as an aid in the development process has also been analysed in the
organizations in order to evaluate the effectiveness of innovative techniques.The triangulation
approach is adopted to study the variables and data collection which enables the researcher to
critically analyze the problem through different aspects of conceptualization. This approach
assists researcher to use a variety of sources and methods of information to verify and
substantiate the data. Software-based analysis aids to achieve optimum accuracy in the research
study while the analysis of semi-structured observations helps the qualitative data to verify and
corroborate the information gained through interviews. Moreover, the secondary data has
critically been analyzed that supports the investigated facts with evidences. In the end, the study
presents a way forward as recommended framework for a development of human resource in the
NGOs of Balochistan.
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INTRODUCTION
The development of human resource is envisioned as strong organizational strategy for
restructuring. The reform process in the organizations is conducted from time to time either by
training or development. Development encompasses a range of transformation in experience and
knowledge as vital ingredient for both individuals and organizations to fulfil the mandatory
capability for change and expansion. As a point of fact, organizations develop self-reliance
among their employees by persuading them for career development to improve professional
growth. Alternatively, employees may start to show more loyalty to their career than to
organizations. It has been established by HR research that failure to adopt success in the career
may cause stress and feeling of despondency among human resource by deteriorating the
psychological feeling of pride and achievement. Consequently, the culture of career planning
may be promoted within organizations. Contemporary approach towards the development of
human resource might have justified the compatibility of both organizational needs and
individual’s objectives for the overall progression. In the literal intellect, development process
for human resource is defined by S.A. Malone (2005:76-77) as;
“Development is the process of preparing a person to take on more onerous
responsibilities or equip him or her for future promotion within the organisation.
Training, on the other hand, is a planned and systematic way of improving a person’s
knowledge, skills and attitudes so that he or she can perform the current job more
competently. Development thus has a longer-term orientation than training.
Development is also the outcome of transformational learning. Through development
we adopt new perspectives, become more discriminating and are able to deal with a
broader range of experiences and challenges”
This vividly discloses the separation of training process with the development as having longer
term future for more tedious responsibilities. The activity may essentially be to tackle the
additional and transformed responsibilities through enhanced experience or formal education.
The development as an activity might also prolong to longer period of time in order to accept
new horizons for growth and flourishing endurance. In critical outlook of the literature,
development covers a range of concepts extending from personnel to management development.
This notion is well supported by Mathis & Jackson (2004:253) along these lines.
“Development represents efforts to improve employees’ ability to handle a variety of
assignments and to cultivate capabilities beyond those required by the current job.
Development benefits both organizations and individuals. Employees and managers
with appropriate experiences and abilities may enhance organizational
competitiveness and the ability to adapt to a changing environment. In the
development process, individuals’ careers may also evolve and gain new or different
focus.”
Taking the above mentioned viewpoint into consideration that development symbolizes the
enhancement of human resource capability to manage several changing assignments beyond the
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current job. For this underlying rationale, diverse approaches for techniques and methods can be
adopted to develop the human resources. Although both on-the-job techniques and off-the-job
methods are opted for development activity because development occurs either by change in
experience or by formal education programs. In the perspective of research study, development
techniques are categorized into two groups in order to collect and analyse the data. This
categorization has been performed to analyse the effectiveness and efficiency of development
techniques through different angles. They are known as traditional and innovative development
techniques which are described in the following manner.
Traditional Development Techniques
Traditional techniques refer to old methods of human resource development. This involves
conventional approach of development usually lacking new ideas and latest trends.
Innovative Development Techniques
Innovative techniques are new ideas and modern approaches of human resource development. It
involves latest trends and contemporary schemes for conducting development process.
Table 1 depicts the categorization of traditional and innovative development techniques for
further analysis. This categorization has been used to explore effectiveness, efficiency and
current use of development techniques in the NGOs of Balochistan.
Table 1: Traditional and Innovative Design of Development Techniques for Human
Resource
No. Categories of Development
Techniques

Sub-Techniques

1.

Traditional Development
Techniques

1.
2.
3.
4.
5.
6.
7.

2.

Innovative Development Techniques

8. Committee – Assignments
9. Assistants-to-the Positions
10 Syndicate Technique
11. On-Line Development
12. Repurposing
13. Electronic Performance Support System-(EPSS)
14. Expert Systems
15. Interactive Voice Technology
16. Groupware
17. Corporate Universities for Formal Education
18. Development Centres

Coaching
Job Enlargement
Job Rotations
Job Enrichment
Transfers
Deputations
Promotions
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19. Internships
20. Sabbaticals (Leave of Absence)
21. Field Trips

The development techniques have been studies into the traditional and innovative perspectives.
The underlying concept proves that innovative approach in terms of revolutionary technology
along with the traditional techniques could have remarkable constructive results for both
employees’ career development and organizational growth. On-line development techniques in
the form of expert systems, repurposing, groupware and interactive voice technology can prove
to be powerful tools for providing a constructive knowledge-base for trainees and trainers.
The core objective of the research paper is to analyze the scenario of development techniques for
human resource in the NGOs of Balochistan in order to introduce globally prevailing
technological trends for the effectiveness and efficiency of workforce. The study analyzes the
scope, optimum utilization of information technology and sophisticated activity-based
methodology of development in the NGOs of Balochistan. In this regard, pragmatic approach
identifies that these NGOs are functioning under different legislations for secure conduct of their
services and better utilization of funds to accomplish financial, administrative and professional
tasks to achieve the desired targets. The analysis also suggested that carefully and intelligently
designed techniques could aid in developing the problem solving skills, high intellect, great
morale, decision making capability and cognitive abilities among human resource. The
discussion from semi-structured observations of research reveals that NGOs are practicing
several techniques of development in the organizations. Innovative techniques have been
considered as effective and efficient but due to lack of awareness and funds, these organizations
could not opt for such techniques. Another critically examined reason discloses that lack of
proper knowledge to use these techniques is also one hindrance for not adopting these techniques
in the NGOs of Balochistan.
HYPOTHESIS
Following are the key hypotheses for study:
1.
2.

Innovative development techniques are more effective and efficient than traditional
techniques for the performance of human resource.
Innovative techniques are more popularly used for development of human resource than
traditional techniques.

3.
The procedural approach adopted to study the variables is triangulation (it provides the
researcher to look at the issue through diverse perspectives of conceptualization, B. Mikkelsen
(2005:97). This also assists researcher to internally validate the data through different
observations collected during study.
The research study has been conducted under the consideration of legislative facet of NGOs in
Balochistan in order to achieve the precision. Data about all NGOs in the province of
Balochistan has been collected through the registration authorities. The research is based on the
stratified random sampling technique with respect to different categories of areas of conduct
under different registration legislations and international NGOs. The universe of the study
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extends to whole of Balochistan province. The data has been collected under the following strata
in Balochistan. No of NGOs

No.
1.
2
3
4
5.

Table 2: Details of NGOs Working Under Different Legislative Provisions
Legislative Provisions
No. of NGOs
The Societies Registration Act, 1860
339
The Voluntary Social Welfare Agencies (Registration and Control)
1370
Ordinance, 1961
Cooperative Societies Act, 1861
888
The Companies Act, 1984
19
International Non-Governmental
Governmental Organizations INGOs
67
Total
2.683

According to table 2, all
ll the mentioned legislations
provide security for the performance of NGOs and
smooth operation of their conduct. Moreover, the
legislation defines the path to work and categorizes
the area of activities for the NGOs. The data has been
collected in two phases
ses for analysis of randomly
selected NGOs’ head offices and regional offices
working at national and international levels, located
in the main city Quetta, Loralai, Sibi, Kuchlak and
Panjgur. The survey is based on two phases which are
described as follows.
s. In the first phase of research, a
detailed survey accompanied with semi-structured
semi
interviews has been conducted among the
Registration Offices and Directorate of Social Welfare Organizations in order to analyze all the
NGOs working in Balochistan under different legislations. These legislations are then studied
and their scope has been analyzed to collect the valid information about the registered NGOs in
Balochistan. According to the lists collected from different registration authorities, 2,683 NGOs
are
re registered in Balochistan under the above mentioned legislations (fig A).
A) In accordance with
the available data, the registration authorities restrict the number of functional organizations to
123 only while 2,560 NGOs are considered dead or non
non-functional
nal due to non-availability of
funds or weak management control. In the second phase, the questionnaire is administered and
interviews were conducted from the sampled NGOs in all over Balochistan. The responses have
been recorded through detailed questionnaires,
questionnaires, interviews, observations and printed material.
The sampling frame of 123 NGOs in Balochistan has been prepared for conducting sample
survey. Keeping in view the performance and accuracy, these NGOs are then ranked (stratified)
according to their legislation
egislation Acts. Total five strata are ranked pertaining to five registration Acts
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and Ordinances. Out of total organizations in Balochistan, 16% NGOs have been selected on
proportional allocation from each stratum on random basis. According to this percentage, 21
NGOs have been selected for research study. In brief, the above mentioned procedures are based
on “Stratified Random Sampling on Proportional Basis”. This sampling has been conducted by
using Statistical Package for Social Sciences (SPSS), to achieve the precision in the research
study and keeping in view the available resources and convenience.
A detailed questionnaire was administered and interviews have been conducted from the sampled
NGOs in all over Balochistan. The responses were recorded through detailed questionnaires,
interviews, observations and printed material. The detailed questionnaire observing the design to
be tested is administered to explore the various facts mentioned above in the sampled NGOs of
Balochistan to investigate and explore the effectiveness of training techniques in these NGOs.
The research study is a blend of qualitative and quantitative data analysis to achieve optimum
accuracy. The study comprises of triangulation and reflexivity of perspectives which allowed the
researcher using several methods of conceptualizations on the problem. It also helps to look at
things from different points of view through multiple stages. Therefore, the data has been
collected through a pre-tested questionnaire, interviews (both structured and unstructured), semistructured observations and documents. This method has helped to overcome the problems that
stemmed from the study based upon a single theory and a single set of data from a limited
sample. The triangulation facilitated to validate observations and information. In the same
context, descriptive, statistical and analytical methods of conducting surveys through
questionnaire, interviews and observations have been applied.
The study reveals that the NGOs in Balochistan are performing in diversified areas having shared
objectives. Some of the objectives are found to be common but they differ in their thematic focus
depending upon the available financial support. IDSP-concept paper (2005) reports that
Balochistan is literally at the initiation stage of a progression period for innovative and refined
expertise in the human resource development. The non-governmental sector presumes to be a
sharing agency in the achievement of this Endeavour due to the vast resources, sense of social
welfare and enough financial support while all NGOs are striving hard to train and groom the
human resource from both public and private sector.
Table 3
Distribution of NGOs Selected and Interviewed
(16% of Total Population)
Internation Voluntary
Societies
Cooperative Joint
Total No.
al NGOs

Social

Registration Societies

Stock

Welfare

Act- 1860

Companie

Act- 1862

Act- 1860
Tot

16%

of NGOs

s Act- 1984

Total 16%

Tota

al

NGO

NG

s

16%

Total 16%

Tota 16

Tota

16

l

NGO

l

l

%

NG

s

NG

%

NG
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28

Os

5

50

8

29

Os

5

8

1

8

Os

2

123

21

an

Balochist

Os

Referring to table 3 (fig: B),
), the strata are the legislative provisions
provisions which have been selected to
achieve optimum accuracy of the sample. As a result, 16% of total NGOs in Balochistan have
been selected on proportional allocation from each stratum on random basis. Twenty one NGOs
under different legislations are selected and interviewed for data collection.
In addition to the above context, the research
exposed the core aspect of study which is
concerned with the perception of human resource
about traditional and innovative techniques,
effectiveness, efficiency and curr
current use. The
following debate retrieves the facts about this
theme.
Perceptions about Effectiveness, Efficiency
and Current Use of Traditional and Innovative
Development Techniques
The selected sample analyzes two major aspects
of research study in various dimensions. The
aspects under examination are the development
methodology of human resources in the NGOs of Balochistan. Therefore, the trainers have been
selected randomly for separate
arate perception in order to achieve accuracy of responses. The
following version of table 4 presents a clear picture for the perception of trainers about
effectiveness of development techniques further categorized into traditional and innovative
methods. The following data has been obtained through the questionnaire for trainers about
traditional and innovative techniques of development in the NGOs of Balochistan. During the
data collection process, 21 itemized development techniques have been divided into two
categories including 14 innovative development techniques and only 7 traditional development
techniques.
Table 4: Perceptions of Trainers about the Effectiveness, Efficiency & Current Use of
Development Techniques
Means of Development Techniques
Innovative
Traditional
Effectiveness

3.9

3.3
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Efficiency

3.5

3.4

Current Use

2.8

3.0
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Fig C
Perception of Trainers about Effectiveness, Efficiency and Current Use of
Development Techniques

According to the hypothesis, it is predicted that innovative development techniques can be more
effective and efficient than traditional techniques for the performance of human resource. Table
4 clearly shows the mean scores of perceptions about effectiveness, efficiency and current use of
development techniques in the NGOs of Balochistan. During the data collection process, 21
itemized development techniques have been divided into two categories including 7 traditional
development techniques and 14 innovative development techniques. The above table shows that
traditional development techniques are effective with the average of 3.3 while there are
innovative with 3.9. The means of efficiency for the traditional techniques and innovative
techniques appear as 3.4 and 3.5 respectively. Along these lines, traditional development
techniques are being used with the average ratio of 3.0 while innovative techniques are currently
being used with the average of 2.8, as illustrated in fig: C.
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Table 5
Results for Tests of Significance of Differences between Effectiveness & Efficiency Means
of Innovative & Traditional Development Techniques
Innovative
Development
Techniques
Effectivene n
ss
∑d 2

=
=

X1

Efficiency

X1

57

21.357
= 3.9

= 57

n

∑d

Traditional
Development
Techniques

2

=

19.344
= 3.5

= 57

n

∑d

2

= 21.357
= 3.3

X2

= 57

n

∑d
X2

2

= 19.344
= 3.4

t-test

D
df
tobt
t.05
D
df
tobt
t.05

=
=
=

=

0.6
56
7.476
2.00
= 0.1
= 56
= 1.175
= 2.00

Table 5 shows that the mean perceptions of trainers about the effectiveness of innovative and
traditional development techniques are 3.9 and 3.3, respectively. Statistical analysis of the
difference between the two means using t-test for paired sample revealed that for n=57, the
observed difference is 7.476 between the means is significant α =.05. This establishes that
trainers perceive innovative development techniques as more effective as compared to traditional
techniques.
Table 5 also reveals the mean perceptions of trainers about the efficiency of innovative and
traditional development techniques are 3.5 and 3.4 respectively. The difference between the two
means is observed through statistical analysis by using t-test for paired sample. For n=57, the
obtained value of t is 1.175 between the means is not significant at α =.05. The null hypothesis is
not being rejected, therefore, the perceptions of trainers appear to be inconclusive about the
efficiency of innovative development techniques as compared to traditional techniques.

Table 6: Results for Tests of Significance of Differences between Current Use Means of
Innovative & Traditional Development Techniques
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Innovative
Development
Techniques
Current
Use

=

n

∑d
X1

Traditional
Development
Techniques
57

2

= 23.760
= 2.8

= 57

n

∑d
X2

2

= 23.760
= 3.0

t-test

D
df
tobt
t.05

= -0.2
= 56
= -2.265
= 2.00

As predicted in hypothesis, innovative techniques are more popularly used for development of
human resource than traditional techniques in the NGOs of Balochistan. Table 6 shows that the
mean perceptions of trainers about the current use of innovative and traditional development
techniques are 2.8 and 3.0 respectively. Statistical analysis of the difference between the two
means using t-test for paired sample reveals that for n=57, the observed difference is -2.265
between the means is significant at α= .05. Hence, it establishes that traditional techniques are
more frequently being used than the innovative development techniques.
Additionally, based on the perceptions of trainers working in the NGOs of Balochistan, useful
conclusions have been drawn about the innovative techniques of development. Biographic
analysis of trainers shows that trainers in the NGOs are having diverse training experiences and
IT capability. Almost 94% of trainers are found to have basic IT expertise for applications. This
can be assumed that majority of trainers have knowledge about the application of latest
techniques into development programs. The statistical analysis of data establishes that trainers
perceive innovative development techniques as more effective and efficient as compared to
traditional techniques. The study of means about the current use of development techniques
elucidates that innovative development techniques are less frequently being used by trainers as
compared to traditional techniques. This could be due to unawareness about latest trends or nonavailability of resources. Similarly, statistical analysis deduced about the development
techniques that trainers perceive innovative development techniques as more effective as
compared to traditional techniques. However, the study reports inconclusiveness about the
efficiency of innovative development techniques as compared to traditional techniques. It is
assumed that innovation in development is considered effective but the efficiency of both
traditional and innovative development techniques has been approved, although, the study of
means assumed that innovative development techniques are not frequently being used as
compared to traditional techniques. It is inferred that proper awareness and availability of
resources are lacking for the adoption of innovative development techniques.
Alternatively, the perceptions of trainees have been analysed in terms of means of responses on
the set-scale. These responses also analyse the use of IT during training. It is estimated that
almost 82.5% of trainees from the selected NGOs are having basic IT expertise for application.
The inference indicates that according to trainees’ perceptions, IT can have tremendous positive
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effect on the professional skills of human resource. Moreover, it reflects that IT can be used as
an aid for effective development programs. This specifies that IT can be used for assistance
during development process, thereby enhancing the performance of human resource. Personnel’s
professional skills and efficacy can be improved by using innovative techniques of development.
It is also concluded that trainees are found uncertain about the perception that trainers are not
using IT due to lack of knowledge. This can be presumed that lack of knowledge of trainers is
not the reason for not using innovative techniques during development programs.
In conclusion, the above inferences indicate that traditional techniques for development have
also been approved in terms of effectiveness and efficiency. The concept is well supported with
relevant literature that traditional techniques could also enhance personnel’s professional skills
for the organizations. Therefore, a mixed approach of innovative and traditional techniques can
be adopted for the increased performance among human resource of NGOs in Balochistan.
NGOs are inclined to opt for trends of innovation for development of its human capital. Taking
into account the drawn conclusions, following recommendations set a way forward for further
research horizons.
The study reflects that the ratio of functional NGOs is only 4.6% which need to be
checked by the registration authorities through strong accountability process. Strict
measures are required by these authorities in order to reduce the increasing number of
non-functional NGOs in Balochistan.
It has been found out that awareness among trainers of NGOs for use of IT techniques is
lacking, therefore, it seems appropriate to create awareness among trainers about the
educational designs of IT for use in development of HR.
Moreover, mixed practice of blending traditional and innovative development methods
need to be introduced for achieving effectiveness in the processes.
A mixed strategy of traditional and innovative techniques for development need to be
promoted for maximum effectiveness and efficiency among human resources.
There should be a common pool for training and development of human resource as an
integrated effort from NGO network to achieve harmony and innovation in the HR
development processes.
In this study effectiveness, efficiency and current use of development techniques have
been investigated by using triangulation approach. This research opens up various
horizons for further investigations of development techniques by applying some other
research models.
Theoretical questions such as; biographical characteristics of different age-groups,
gender, academic qualifications, job experiences and IT-expertise can have any impact on
the perceptions of trainers and trainees about the development techniques in order to
explore other dimensions further research studies.
The investigated cognitive paradigms of IT techniques for development raise questions
for deeper analysis of innovative perspective of HR development in various research
approaches.
Present study presents a vivid picture about NGOs for human resource development.
Other public and private sectors need to be explored for the application of innovation into
development techniques for HR.
40

European Journal of Business and Innovation Research
Vol. 1, No. 2, 29-43, June 2013
Published by European Journal of Business and Innovation Research UK (www.ea-journals.org)

References
Aksul Amal. IDSP- Institute for Development Studies and Practices, 2005. Islamabad:
ESRA.
Albanese R. Competency-based Management Education, Journal of Management
Development 1988. USA.
Amal- Human Development Network Youth Empowerment Skills – 2005. Pakistan: YES
Project Report.
Anthony WP, Perrewe PL and Kacmar KM, Human Resource Management-A Strategic
Approach, 3RD Edition, 1999. U.S.A: The Dryden Press.
Aswathappa K, Human Resource and Personnel Management, 4th Edition, 2005. India: Tata
McGraw-Hill.
Bernadin HJ, Human Resource Management – An Experiential Approach, 3rd Edition, 2003.
Delhi: McGraw-Hill.
Bhatia SK, Training and Development, Concepts and Practices, Emerging Developments,
Challenges and Strategies in HRD, 2005. New Delhi: Deep & Deep Publications.
Blanchard RN and Thacker JW, Effective Training: Systems, Strategies, and Practices, NJ:
2005. Singapore: Pearson Prentice Hall.
Brember I, Class hand-outs,1995. UK: University of Manchester.
Buckely R and Caple J, Handbook of Training and Coaching Skills, 2005. India: Kogan
Page, Crest Publishing House.
Budd ML, Self-Instruction, In R.L. Craig Edition, Training and Development Handbook,
1987. New York: McGraw-Hill.
Campbell JP. Dunnette MD. Lawler,EE and Iiiweick,KEJR, Managerial Behavior:
Performance and Effectiveness,1970. New York: McGraw-Hill.
Chandra H, Human Resource Development- Theories and Practices,2006. India, Akansha
Publishing House.
Collins Cobuild English Dictionary, 1995. UK: Harper Collins Publishers.
Connor O. Bronner M and Delaney C, Training for Organization, Cincinnati, 1999. Ohio,
South-Western Educational Publishing.
Department for education, Information Technology in Initial Teacher Training, 1989.
London: HMSO publications.
Desimone R L, Werner J M and Harris D M, Human Resource Development, 3rd Edition,
2005. Singapore, Thomson South-Western.
Directory of Intermediary NGOs in Pakistan, 2000. Pakistan: NGORC, Karachi.
Directory of NGOs in Pakistan, NGO Resource center, 2005. Pakistan: Agha Khan
Foundation.
Directory of Voluntary Social Welfare Agencies in Balochistan, Department of Social
Welfare, 2005. Pakistan: Government of Balochistan.
Georce HC, Manager Development: Principles and Perspectives, 1961. Homewood:
Richard D. Irwin Inc.
Gutteridge TG, Lleibowitz ZB and Shore JE, Organizational Career Development:
Benchmarks for Building a World-class Workforce,1993. San Francisco: Jossey-Bass.
41

European Journal of Business and Innovation Research
Vol. 1, No. 2, 29-43, June 2013
Published by European Journal of Business and Innovation Research UK (www.ea-journals.org)

Hawkridge D. Jaworski J and Mcmahaon H, Computers and Education, 1990. UK.
Heery E and Noon M, A Dictionary of Human Resource Management, 2001. Great Britain:
Oxford University Press.
IDSP Concept Paper, Institute for Development Studies and Practices, 1997. Pakistan.
IDSP Pakistan Annual Report, Institute for Development Studies and Practices, 2005.
Pakistan.
Igonor A, Success Factors for Development of Knowledge Management in E-Learning in
Gulf Region Institutions, 2002. Journal of Knowledge Management Practice.
James SG, Career Development and Job Training: A Manager’s Handbook, 2002. New
York: AMACOM.
Johnston JS JR and Associates, Educating Mangers: Executive Effectiveness Through
Liberal Learning, 1986. San Francisco: Jossey-Bass.
Kapenieks A. Zuga B. Buligina I. Gercane l. Kulitane I. Vucena A. Rudzite M and
Trapenciere I, Innovative E-Learning in Regional Development Projects in Latvia, Report
prepared within EU, 5th Framework Programme Project Higher Education Reform
Network (HERN), 2004. UK: Seminar in Glasgow.
Keys B and Wolfe J, Management Education and Development: Current Issues and
Emerging Trends, 1988. U.S.A: Journal of Management.
Kirkpatrick D L, How to Improve Performance Through Appraisal and Coaching,1982.
New York: AMACOM.
Llgen D R and Pulakos E D, Adaptability in the workplace: Development of Adaptive
Performance, 1999. USA: Journal of Applied Psychology.
Malone S A. A to Z of Training & Development Tools & Techniques, 2005. India: Jaico
Publishing House.
Marliyn MA, Managing Career Development, Van Nostrand Reinhold Co, 1980. New York.
Martin B I and Briggs, L J, The Affective and Cognitive Domains: Integration for
Instruction and Research,1986. Englewood Cliffs: Educational Technology Publication.
Mathis R L and Jackson J H. Human Resource Management, 10th Edition, 2004. Ohio:
Thomson South Western.
Mikkelsen B. Methods For Development Work and Research – A New Guide For
Practitioners, 2nd Edition, 2005. London: Sage Publication.
Salzman M L and Sullivan D A. Inside Management Training: The Career Guide to
Training Programs for College Graduates, 1985. New York: New American Library.
State of the Industry Report, ASTD- American Society for Training Directors, 2000.
Alexandria.
Transform, Issue on History Development Education and Culture, 2005. Islamabad: ESRA.
http://www.astd.org
www.cipd.co.uk/bookstore
http://www.dfes.gov.uk/learning strategy/elearning.stm
http://www.informationr.net/ir/2-1/paper12 html
www.ngorc.org.pk
www.pentagon-press.com
http://www.prenhall.com/gomez,(Gomez-Mejia, Balkin, and Cardy).
42

European Journal of Business and Innovation Research
Vol. 1, No. 2, 29-43, June 2013
Published by European Journal of Business and Innovation Research UK (www.ea-journals.org)

http://www.shrm.org/, Society for Human Resource Management (SHRM), (Home page of
SHRM; summarizes the latest developments in HRM on a daily basis).
http://www.shrm.org/docs/Hrmagazine.html, HR Magazine, (Articles from HR Magazine,
published monthly by the Society for Human Resource Management).
http://www.trainingnet.com/, Training Net, (An information resource for training
professionals).

43

