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Integrated Human Resource Development Strategy:
Key for Excellence

Kriengkriyos Punthai*

Abstract

Human resource development strategy is an important tool for driving
organization performance. It can use employees’ capability to increase profits
and create more value into the products. Human resource development
strategy is a mechanism that supports employees to drive up organization’s
performance. To determine human resource development strategy, we need to
know organizational strategy and understand the vision and mission of the
organization. Hence, How to design Human resource development strategy
should be integrated and fitted with the organization’s goal. Also, it needs to
fit buman resource management strategy. Human resource development
strategy has to empbasize on employees, human values, need for continuous
learning, and organization’s goal. The valuable resource, employee, will be

ready for change and have more productivity for the organization

Keywords: Human Resource Development, Strategic HRD, Employee

Development

* Doctoral Students in Public Administration, National Institute of Development Administration
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