
519 
Advances in Environmental Biology, 7(4): 519-526, 2013 
ISSN 1995-0756 
     
 

This is a  refereed journal and all articles are professionally screened and reviewed                              ORIGINAL ARTICLE 
 

Corresponding Author 
Naser Mirsepasi, Department of Public Management, Science and Research Branch, Islamic Azad 
University, Tehran, Iran. 

Designing the systemic model of human resources Development in the public Sector 
 
1Naser Mirsepasi, 2Abolhassan Faghihi, 3Mohammad Reza Babaei 
 
Department of Public Management, Science and Research Branch, Islamic Azad University, Tehran, Iran 
Department of Public Management, Science and Research Branch, Islamic Azad University, Tehran, Iran 
Department of Public Management, Science and Research Branch, Islamic Azad University, Tehran, Iran 
 

Naser Mirsepasi, Abolhassan Faghihi, Mohammad Reza Babaei: Designing the systemic model of 
human resources Development in the public Sector 

 
ABSTRACT  
 

Purpose:The main objective of this study was to design a model system for human resource development 
(HRD) in governmental organization and public sector in Iran.Some factors could contribute to a systematic 
approach to model the development and empowerment of human resources in an integrated and interactive 
model. Design/Methodology/Approach:This method is based on identifying and explaining the main and 
auxiliary systems of human resource development and interaction of input, process, output and feedback. In this 
respect, relationships and their impact on model systems were analyzed for the study. In order to research the 
modeling of - Adaptive Neuro Fuzzy Inference System (ANFIS)method is used. Findings:In this research, 
human resource development is divided into three sub-systems of performance management, the appointment 
and Promotion and empowerment.For each of the following systems with the nature of the input, processing, 
output and feedback were identified and analyzed. Research Limitations/ Implications:HRD system model 
can improve planning effectiveness of performancemanagement, training and empowerment and career planning 
employees in public sector organizations. Value/ Originality :Government agencies and public sector managers 
can use this model as a system level to measure functions and processes associated with the development of 
human resources. 
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Introduction  
 

The role of Human Resource Development 
(HRD) in promoting human capital and core 
competencies is advocated as an investment for 
competitive advantage [5]. Developing human 
resources (HR) in both public and private sector 
organizations is acritical issue in an increasingly 
knowledge-based and global economy reforms [2]. 
As a strategic organizational priority it is important 
that HRD is assessed and, where necessary, 
improved and that this be a continuing cyclical 
activity. An important but often ignored or 
overlooked aspect of HRD is that of evaluating the 
impact and results of training and development [17]. 
In the context of new public management human 
resource management and development have been 
recognized as essential strategic policy elements in 
the implementation of reforms [3]. Many 
contributors to the HRD literature are of the view 
that the developmentdimension of HRD is 
conceptualized as a sub-system of HRM, which is 
embedded in alarger organizational system [3]. 
Several models of HRD specify a range of practices 
which, if pursued, are likely to contribute to human 

capital accumulation on which organizations may 
build itscompetitive advantages. Emphasis on human 
resource development result into several positive 
individual and organizational outcomes such as 
higher performance [9]. Competitiveness cannot be 
achieved without managing performance and at the 
same time developing the skills and competence of 
employees. Performance management potentially 
makes the most significant contribution to individual 
and organizational learning and helps to raise 
organizational efficiency and promote growth [1]. 
 
Literature Review:  

 
Human resource development is a process of 

developing and/or unleashing expertisethrough 
organization development (OD) and personnel 
training and development for the purpose of 
improving performance [8]. The research initially 
focussed upon identifying HRD differences between 
learning andnon-learning organizations. The 
objective was to consider the elements that were 
beexplained to develop and sustain learning in each 
case and then to analyse the differences, in order to 
demonstrate how developing learning systems was 
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leading to improved performance and innovative 
practices [5]. have tried to define HRD from an 
international perspective as follows:Human resource 
development is any process or activity that, either 
initially or over the long term, has the potential to 
develop adult’s work-based knowledge, expertise, 
productivity and satisfaction, whether for personal or 
group, team gain, or for the benefit of an 
organization,community, nation, or ultimately, the 
whole of humanity [19,6]. Human resource 
development (HRD) is concerned with the provision 
of learning anddevelopment opportunities that 
support the achievement of business strategies and 
improvement of organizational, team and individual 
performance [15]. HRD as a process can be defined 
as the integrated use of training and development, 
organization development and career development to 
improve individual, group and organizational 
effectiveness. These three areas use development as 
their primary process.HRD as an emerging concept 
thus encompasses training and development but is 
not restricted to it [7]. Vince 2003) argues that too 
many organizations have approaches to HRDwhich 
require staff members to learn mechanistically. These 

ideas often stem from the view that HRD is 
synonymous with training and development, where 
employers’ needs (at all levels of the organization) 
should be identified through gap analyses and 
systematically fulfilled [18]. Swanson and Holton, 
(2001) Pointed out one view of human resource 
development (HRD) is that it is a process that 
focuses on both personal and organizational 
outcomes on thebasis of learning and performance. 
In this view, the main focus of HRD is to enhance 
the knowledge and skills of individuals, both 
severally and collectively, to enable them to perform 
current and future goals and optimize individual and 
organizational growth and effectiveness [11]. 
Swanson and Holton (2001, p. 4) define HRD as “a 
process for developing and unleashing human 
expertise through organization development and 
personnel training and development for the purpose 
of improving performance”. This definition is more 
inclined towards individuals, organizations and work 
groups or teams. Training and development is seen as 
a systematic process for developing expertise in 
individuals [4]. French pointed out HRD has three 
aspects competency, skill and knowledge. 

 

 
Fig. 1: HRD aspects [12] 

 
“
Competency” is defined here as the social skills 

and behaviors necessary to be a fullyfunctioning 
member of a community at the level of the work 
group. “Skills” are defined as the functional 
competences, the abilities to plan and execute a 
project, the ability to do things, demonstrated 
expertise with the technologies of production. 
“knowledge” we mean an understanding of the 
cognitive aspects of successful job performance as 
expressed by underpinning scientific, technical and 
professional disciplines; and relevant firmpractices 
and industry specific procedures often expressed as 
organizational routines [12]. Major debate in this is 
whether HRD should promote performance or 
learning. The other debateseeks to understand the 
role of HRD in organizations and to try to find 
explanations from other fields of the discipline like 
HRM, psychology and generalmanagement [16]. 
understand HRD as “covering functions related 

primarily to training,career development, 
organizational development and research and 
development inaddition to other organizational HR 
functions where these are intended to foster learning 
capacity at all levels of the organization, to integrate 
learning culture into its overall business strategy and 
to promote the organizations efforts to achieve high 
quality performance” [13]. Human resource 
development (HRD) is seen asone of the key issues 
in the development and retention of human capital. It 
has long been argued that HRD must not be viewed 
as simply the training function within the 
organization, but rather must be seen as integral to 
overall organizational strategy [4]. Several 
metaphors (Table 1) have been advanced in the 
literature to emphasize a particular view of the 
disciplinary grounding of HRD and/or the 
constructivistapproach to HRD. 
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Table 1: HRD Definitions and Dimensions 
Authors Metaphor Rationale 

Swanson (1995, 1999) Three-legged stool 
Each leg represents a main foundation of HRD 
(economics, psychology, systems theory) 

Willis (1997) Downstream river 

The “HRD river” has evolved so completely as to 
be distinct from its contributing upstream 
tributaries (adult education, instructional design 
and performance technology, business and 
economics, sociology, cultural anthropology, 
organization theory, communications, 
philosophy, axiology, human relations) 

Lee (1998) Clover 
HRD as the integration of theory, practice and 
being in a diverse, dynamic, eclectic and vibrant 
community 

McLean (1998) Octopus 

HRD finds its roots in many varied disciplines 
and is a living, evolving construct, composed of, 
but not limited to systems theory, economics, 
psychology, organizational development, 
anthropology, sociology and speech 
communications 

Grieves and Redman (1999) Wagon train 
HRD as a linear journey through time and space, 
yet experiencing periods of uncertainty, struggle 
and confusion 

Lee (2001) Heraclitus HRD is a changeable, emergent construct 

McGoldrick et al. (2001) Hologram 
HRD has a multi-layered context that is subject to 
constant flux 

Walton (2003) Theatre 
Performance as part of a coherent drama-based 
gestalt for HRD 

 
Much has been written about the future of HRD 

and the challenges facing the discipline.Broadly 
speaking, the main thrust of contributions in this area 
has emphasized the importance of keeping the field 
relevant, adopting a more strategic focus, embracing 
the technological revolution and measuring the 
contribution of HRD to organizationalperformance 
[14]. 

Rao (2007) outlines the following roles of an 
HRD manager: 

 Developing enabling capabilities in 
individuals and the system, 

 Integrating the development of the people 
with organizational development, 

 Maximizing the learning opportunities of 
individuals in organizations throughvarious 
mechanisms, autonomy and responsibility, 

 Decentralization, delegation and shared 
responsibility, 

 Balancing change and adaptation, 
 Building feedback and reinforcement 

mechanisms, etc. [8]. 
 

In this research, human resource development is 
divided to  three systems of performance 
management (PM), Appointment and promotion(AP) 
and  Empowerment (E). Performance management 
consists of four sub-systems performance 
management for Organizationlevel (PMO), 
performance management for executives managers 
level (PMM), performance management for 
employees level (PME) and accountability of 
performance(AP). System of appointment and 
promotion divided into thirteen sub-
systemsareAppointment and promotion of staff 
(APS), Appointment and promotion of professional 

managers(APPM) ,Selection and appointment of 
political managers (SAPM), general condition of 
Professional managers(GCPM), Measures ethically 
competent of professional managers(ETCPM), 
Assessing the competence of individual behavior 
(CIB), Assessingcompetence and organizational 
behavior(COB), Re-appointment of professional 
managers (RAPM), Job Rotation of Professional 
Managers(JRPM), Appointment of Fixed 
management posts (AFMP), Job Promotion of 
Employees(JPE), Specialized condition of 
Professional managers(SCPM) and  Design  job 
career(DJC). Empowerment  system is divided into 
four sub-systems are Train and empower employees 
(TEE), Education scholarship plan (ESP), Planning 
for college education(PCE) and Spontaneity 
empowerment (SE). 
 
Methodology: 

 
Considering that the aim of the research is to 

design a model system for government agencies 
Human Resource Development,the three methods 
Attributive, Delphi and survey was used.in the 
attributive study, The rules and guidelines in the field 
of human resource development in the public 
sectoranalyzed.The questionnaire was modified three 
times by experts Panel.Then the input, processing, 
output and Feedback (first questionnaire) 
wasdetermined (figure 2). Second questionnaire is 
used to Determine of relationship Between HRD 
Sub-systems. Using fuzzy Delphi method Comments 
of academic experts and executives in public sector 
were analyzed. After finalization of the 
researchmodel,the third questionarywas distributed 
and was completed by Eighty-five HRD experts in 9 
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public organizations and measured interactions 
among the HRD systems. Data were simulated using 
ANFIS Method.The results obtained in this system 
were compared with the results of the experts 
panel.Cronbach's alpha was used to measure the 

reliability of questionnaire. Cronbach's alpha for one, 
second and third questionnaire was calculated 
respectively 0.89, 0.92 and 0.88. Note that the alpha 
is greater than 0.7 questionnaire have a high level of 
reliability [10] 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Fig. 2: Research Conceptual Model 
 
Results And Analysis: 

 
Results of the survey of experts in HRD 

subsystems interaction is shown in Table  2 . Data 
were analyzed by the fuzzy 
Delphitechnique.Subsystems interactionis that their 
difference’s is greater than 0.1 have been removed 
from the conceptual model. 

Each cell in table 2has the upper and lower 
sections.If the Matrix row is input for matrix column, 

the first number is inserted at the bottom of the cell 
Otherwise zero is inserted.Also If the Matrix column 
is input for matrix row, the first number is inserted at 
the Top of the cell Otherwise, zero is inserted. Data 
were analyzed by the super Decision software.Each 
of the systems interaction was determined by the 
interaction of human resource development.Each 
level of HRD systems interactions were determined 
and are shown in Table 3, 4,5 and 6. 

 
Table 2: Interaction of hrd systems 

 
 
 

PerformanEmpowerme

Appointm

 

 

 

 

Human 
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Table 3: Interacting subsystems of human resource development 

 
 
Table 4: Interacting subsystems of human resource development 

 
 
Table 5:  Interacting subsystems of human resource development 
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Table 6: Interacting subsystems of human resource development 

 
 
By using ANFIS model we developed HRD to mathematical models and Relations.information for 

mathematical model was showen in table 7. 
 
Table 7: Mathematical modeling of human resource development 

 ANFIS output  ANFIS inputs 

  HRD    E AَP PM  

  O1    I1,3 I1,2 I1,1 E1 

  O2    I2,3 I2,2 I2,1 E2 

  O3    I3,3 I3,2 I3,1 E3 

  O4    In,3 In,2 In,1 En 

 
Output of ANFIS was showen as follows.Seven Relations were created By ANFIS for HRD. 
1. If (PM is MF1) and (AP is MF1) and (E is MF1) then 
HRD=0.376PM+0.446AP+0.198E+0.1020 
2. If (PM is MF2) and (AP is MF2) and (E is MF2) then 
HRD=0.287PM+0.564AP +0.153E+1.1315 
3. If (PM is MF3) and (AP is MF3) and (E is MF3) then 
HRD=0.312PM+0.436AP +0.255E+0.1455 
4. If (PM is MF4) and (AP is MF4) and (E is MF4) then 
HRD=0.315PM+0.524AP +0.1628E+1.1654 
5. If (PM is MF5) and (AP is MF5) and (E is MF5) then 
HRD=0.295PM+0.469AP +0.2518E+0.1138 
6. If (PM is MF6) and (AP is MF6) and (E is MF6) then 
HRD=0.315PM+0.438AP +0.256E+0.0880 
7. If (PM is MF7) and (AP is MF7) and (E is MF7) then 
HRD=0.512PM+0.418AP +0.075E+3.075 

 
Table 8: Mathematical model outputs 

Model7 Model6 Model5 Model4 Model3 Model2 Model1 system 
2.560 1.575 1.475 1.575 1.560 1.435 1.880 PM 
2.090 2.190 2.345 2.620 2.180 2.820 2.230 AP 
0.375 1.280 1.255 0.810 1.275 0.765 0.990 E 
8.1000 5.1330 5.1888 6.1704 5.1605 6.1515 5.2020 HRD 

 
Twosided t- student test is used to evaluate the 

data that The results are as follows. 

211

110

:H

:H




 

 

 
H0 Hypothesis suggests, data of mathematical 

model and expert opinion, there is no significant 
difference and against H1 Hypothesis suggests, data 
of mathematical model and expert opinion, there is 
significant difference. Note that the p-value =0.192 is 
greater than 0.05.H0 hypothesis is not rejected and 
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results show that data of mathematical model and 
expert opinion, there is no significant difference. 
 
Conclusions And Suggestion: 

 
The results show that the selection of political 

Managers has most importance in the organization 
Performance and Performance of Professional 
managersin Public sector. In other words, political 
Managers are crucial to the achievement of the 
objectives in Governmental 
Organizations.Appointment and promotion of Staff is 
the most important factor of Performance 
Management of Employees Level.This means that, 
employees with high performance must be upgraded 
to a higher level. Performance of professional 
managers is the most important factor in the 
accountability of performance.Performance and 
accountability of staff is the most important system 
in job appointment and promotion of employees in 
government Agencies. The results showed that the 
specialized condition of Professional managers 
commensurate with their job duties and 
responsibilities is the most important factor in the 
appointment and promotion of Professional 
managers.Specialized condition of Professional 
managers, general condition of Professional 
managers and Performance Management of 
Managers Level are most important system to Re-
appointment of professional managers in Public 
Sector and Government Agencies (According to the 
law, time management office is four years) 
Specialized condition of Professional managers and 
general condition of Professional managers are most 
important system to Job Rotation of Professional 
Managers in Public Sector and Government 
Agencies(performance evaluation is one factor of 
Specialized condition of Professional managers). Job 
Career Design is most important system to 
Specialized condition of Professional managers and 
Job Promotion of Employees.Performance 
management of Employees Level and Specialized 
condition of Professional managers are most 
important inputs to Train and employee’s 
empowerment. Performance management of 
Employees Level is most important of Planning for 
college education. 
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