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Abstract 
A family unit is like an organization. The proactive role played by Human Resource Development in 
an organization, is synonymous to that of parenting in a family unit. In other words, proactive 
parenting plays the significant role of Human Resource Development in a family unit. Ineffective 
parenthood sometimes leads to ineffective offspring, which is similar to unproductive employees 
been unable to help achieve performance in an organization. Deploying the constituent parts of A-
M-O model which are abilities, motivation, and opportunities, HRD practices in the context of an 
organization, namely training and development, performance appraisals, and feedback mechanisms, 
are able to assist in bringing the needed transformation resulting to proactive parenting and well-
organized family units. These are enablers for workforce and organizational efficiency, in addition to 
the wellbeing of the larger society. Employing a narrative review, the study focuses and explains the 
role of HRD practices for proactive parenting, through its incorporation into the mechanisms of A-M-
O model. Utilizing the A-M-O model and the three HRD activities investigated for the study, future 
studies can apply qualitative, quantitative, or mixed-method research on selected families of working 
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parents. In deploying primary data, this can bring in different viewpoint and outcome, when 
compared to that of the present study. 
Keywords: HRD Practices, Proactive Parenting, Family Unit, Organizational Learning, A-M-O Model. 
 
Introduction 
Human Resource Development (HRD) is essentially known to possess the right instruments through 
which change and development is ushered into an organization, providing an outcome for employee 
efficiency and organizational success (Kareem, 2019; Kareem & Hussein, 2019). Through skills 
acquisition and the enhancement of learning systems, HRD helps in the continuous development of 
employees’ abilities, with the purpose to strengthen their pro-activeness within the organization and 
in their private undertaking. 
According to Kim (2012), HRD possesses the expertise not just for employee and organizational 
development, but also inclusive of societal development (SD) and the enhancement of the knowledge 
and ability of the generality of the people in the society. As a field and practice whose developmental 
aims encompasses the entire lifecycle of humanity, from the local community to national (Kim, 2012), 
it can then be concluded that HRD have a vital role to play towards engineering proactive parenting 
among the workforce of an organization. As efficient family unit also enhances employees’ 
contribution to nation building for societal development. To build a working and effective society, 
the family unit has a critical role to play, as it remains the first habitat in which the emotional, values, 
social, character, and economic strength of children are developed (Callan, 2014; Conger et al., 2010). 
HRD establishes a pathway for knowledge dissemination, creating awareness on the need for 
organizations to provide the appropriate method by which employees are able to contribute to its 
strategic objectives and transformation of organizational culture. These can be achieved through 
various techniques such as training and development to acquire the right skills and knowledge 
(Kareem, 2019), performance appraisals to evaluate and motivate employees through reskilling 
(Smith, 2004; Chan, 2006; Osolase et al., 2022), and encouraging leaders of organizations for example 
managers to provide the relevant opportunities. These opportunities comes in the form of feedback 
mechanism, which are the platforms in which employees deploy the usage of their competencies 
through effective communication, and assists their organizations towards achieving their short and 
long-term desires. 
Pro-activeness is the ability to design methods which supports behaviours and attitudes that are able 
to resolve issues before they happen (Chang et al., 2015). In been proactive, solutions are established 
to await whichever problems may arise in the future. It can therefore be said that, proactive 
parenting involves that parents must be actively present in the life of their offspring, from early 
development to the age of adulthood which can be between eighteen to twenty years. Due to the 
competitiveness experienced by organizations, it has over the years been discovered that there is too 
much focus on profit-making, while neglecting the welfare of employees outside of workplace 
environment (Litchfield et al., 2016). Such as the mental and psychological balance of employees, 
ability to manage stress effectively, and been able to dedicate time for the welfare and development 
of the family unit, which are all relevant for their everyday life and the economic strength of 
organizations. As living a healthy life often results to productivity at the workplace. Proactive 
parenting therefore assists in the development of progressive value systems that enables not only 
the family units to flourish, but also society at large, which comprises of the entire social organized 
groups of human beings, as a result of its trickle-down effect. 
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Deploying the know-how of HRM and HRD, past studies have often focused on employees work-life-
balance (WLB) (Lazar et al., 2010; Tariq et al., 2012; Igbinomwanhia et al., 2012; Parikh & Gandhi, 
2014; Dhas & Karthikeyan, 2015; Dousin et al., 2019; Wood et al., 2020; Rodriguez-Sanchez et al., 
2020; Shirmohammadi et al., 2021; Chen, 2021; Rani & Priya, 2022). With limited studies conducted 
on how the activities of HRD can be deployed for proactive parenting, leading to efficient family units 
and offspring of the workforce. While HRM activities through the human resource department are 
more focused within the boundaries of organizations (Nasir, 2017; Agarwal & Qouyatahi, 2017), HRD 
extends its spread beyond organizations and into the wider society (Kim, 2012; Torraco & Lundgren, 
2020; Shirmohammadi et al., 2021). Just like what HRD does in an organization (Kareem, 2019; 
Kareem & Hussein, 2019), proactive parenting is the nucleus and core element which enhances the 
values, continuous growth, and success of members of the family unit (Tariq et al., 2012; Rene, 2020). 
HRD and proactive parenting are closely associated. If HRD is able to transform the knowledge, 
education, skills, and competencies of employees, leading to professional development and 
organizational performance (Kareem & Hussein, 2019), it is then logical to assert that HRD scholars 
and practitioners can deploy its recreated planned learning towards assisting the workforce to 
positively impact members of their various family units, with emphasis on its offspring. To have a 
performing organization, it is important for employees to be well functional at their various family 
unit levels. This creates a synergy for effectiveness at both layouts, as employees who are able to 
maintain ethics, values, quality, and continuous progress within the family circle, will most likely 
contribute to the growth and performance of their organization. 
Organizations that are able to balance the work-life of its employees by making available the 
necessary support system, often become more productive and efficient than those which are unable 
to (Misra et al., 2019). The family unit is a co-constructivism for the wellbeing of the workforce and 
organizations. Employee and organizational wellbeing can be enhanced through training and 
development, as this enables employees to possess the appropriate knowledge and know-how in 
balancing their personal life and work commitment (Kareem & Hussein, 2019; Kareem, 2019). 
Through performance appraisals and feedback mechanisms, upskilling and effective communication 
are established (Osolase et al., 2022). With the support of HRD, pre-emptive skills and knowledge 
which employees acquire from the workplace required for job rolling, are also needed in their various 
homes for self-care and proactive parenting. When there is a balance between work and family, 
which training and development, performance appraisals, and feedback mechanism can help 
establish, it creates an increment in employee efficiency at both levels. Additional benefits are that 
there is a reduction in employee turnover, improvement in the quality or services of the organization, 
and motivation and commitment to perform excellently on delegated roles. As it has been able to 
over the past decades reinvent organizational success through employee learning and development, 
the role of HRD is also important for the wellbeing of the family unit of its human resources. 
With its specific objective being to contribute to proactive parenting among the workforce, the 
study’s scope was achieved. Deploying a narrative review, the study’s purpose “explained how the 
functions of HRD contribute to proactive parenting, by having it integrated into the constituent parts 
of A-M-O model.” Through a deep insight and analysis, and deploying the efficacy of the A-M-O 
model, the result from the study was able to contribute to the HRD literature in theory and practice. 
Because there is a scarce of literature in this aspect, the study outcome will be relevant to HRD 
scholars and practitioners, organizational leaders such as managers, and the general workforce 
across various sectors. On how through training and development, performance appraisals, and 
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feedback mechanisms, the individual employee can be supported towards balancing work life and 
personal endeavours within the family unit. According to Shuck et al (2014), providing a supportive 
system which is able to frequently capture the needs of employees, within and outside of the 
workplace environment, remains a strategic role of HRD. This is because HRD activities is an enabler 
for the total transformation of the workforce. In furtherance, other sections are discussed. These are 
HRD functions for proactive parenting which are also integrated into a research framework using the 
constituent parts of A-M-O model, conclusion, implications for HRD practice and research, directions 
for future research. 
 
HRD Functions for Proactive Parenting Using the Constituent Parts of A-M-O Model 
Across several studies in the social sciences and management disciplines, the A-M-O model has been 
applied. As claimed by Appelbaum et al (2000); Al-Tit (2020), to effect a successful change in 
organizations, there needs to be proactive abilities, motivation, and opportunities provided for 
employees. Abilities are the skills and competencies with which the workforce carry out their various 
delegated responsibilities remarkably well. To motivate, is to empower employees to continue been 
committed to the visions of organizations. While opportunities are the pathway through which 
employees are able to practically showcase their skills and knowledge acquired. However, and in the 
context of this study, the features of A-M-O model is deployed in explaining how training and 
development as an HRD function, can help in achieving proactive parenting. Besides this, there is also 
performance appraisals and feedback mechanism. There is a mutual connection between the 
development and wellbeing of employees at the organizational level, and the stability they 
experience at their various family units. Therefore, HRD practices through the mechanisms A-M-O 
model can help to reinvent efficiency offspring and family units. 
 
Training and Development for Abilities 
The components of training and development are what enables organizations to engage its 
employees in unlearning of obsolete knowledge, and relearning to update the gaps in skills and 
education (Kareem, 2019; Kareem & Hussein, 2019). With this, employees’ abilities are rekindled and 
improved upon, in order to develop their capabilities to help the organization achieve its blueprint. 
Training and development has an immense role to play in proactive parenting. However and at this 
time, employees as parents take over the mantle of leadership within the family unit. Transferring 
the knowledge acquired at the organizational level to the family unit, with the purpose of making its 
offspring achieve a successful youthfulness and adulthood. The home is the first educational 
institution which minors pass through, as parents remain their first educators before they are been 
enrolled in any formal learning environment. It is often wise when offspring take their parents as role 
models at the early stage of their development. Proactive parenting using the efficacy of training and 
development, prepares the kids for a daunting and intimidating future. Been reactive as parents has 
a long-term effects, as negative behaviours and values become integrated in the mental psyche of 
the children, and this often takes a long time to undo. In some cases, what have been learnt overtime 
may not be possible to unlearn, and relearning of virtuous skills, knowledge, and education may 
become impossible. 
According to Chang et al (2015), effective adults are the byproducts of responsible and effective 
parents. Productive parents are equivalent to proactive parenthood. Nevertheless, this is not often 
applicable, as peer group also sometimes influences individuals to become pro-negative in ethics and 
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behaviours. The childhood and adolescent years of offspring are the formative years in which they 
learn and assimilate faster. During this time, they learn more from visibility which can be termed “the 
do as you see attitude”, as compared to adult learning which goes side by side with theoretical and 
practical, and been able to identify good from bad. It is therefore logical to say that, it will be of the 
best of interest of parents, their offspring, and organizations, when parents keep around them the 
quality of friendship they would want their children to be or emulate as adolescents or adults. It is an 
informal training method, and can be categorized as coaching or mentoring. Like what HRD does in 
organizations using its expertise in training and development (Kareem & Hussein, 2019), parents who 
are able to engage their children through rigorous informal training and development techniques, 
often achieve productivity in the nearest future. Organizations also have the responsibility to assist 
their employees in this regard, using the mechanisms of HRD for designing of new systematic thinking 
(Tariq et al., 2012; Roopavathi & Kishore, 2020). Skills and knowledge acquired through HRD learning 
in organizations, can be redeveloped to include juvenile education, and subsequently integrated into 
the organization’s training and development module. Through informal teaching, proactive parents 
are able to instill in their offspring several lifelong skills and competencies. 
Providing the appropriate knowledge and education for children does not have to pass through a 
formal process as done in organizations (Chang et al., 2015). This can be through informal coaching, 
mentoring, teaching on domestic responsibilities and how to be a responsible child/youth/adult, and 
skills required to solve life’s challenges. In addition are staying positive in times of adversity, time 
management, achieving personal goals through set objectives, engaging in activities that are worthy 
of emulation, mood controlling, intuitive knowledge, staying away from negative friendships such as 
social deviants, consequences from negative behaviours, and keeping off negative attitudes and 
character. All these can be achieved with practical examples that are familiar to either the immediate 
environment, or other television programmes or experiences which are applicable for teachable 
moments. Just as it has on organizations, proactive parenting has a direct effect on the society, as 
kids grow up to positively or negatively influence others along their social or professional circles. 
Several benefits are gained when parents transfer proactive education to their kids. Apart from 
preparing them for the future which is an enabler for steering clear from disorderliness, it is also able 
to save time and scarce resources (Chang et al., 2015; Moreno-Ruiz et al., 2018). Time and money 
that could have been spent settling disputes formally or informally, can be utilized productively for 
something else. It is often easier to build or develop youngsters, than to have to repair broken adults. 
Children who are taught how to be proactive, often along the years as adults develop creative and 
innovative mindsets, as they are more focused on avoiding futuristic problems. Either in their private 
lives or as employees. There is often a clear difference between reactive and proactive adults. In that, 
those who align with pro-activeness are easily adaptable to new environment because of their 
creative minds, which allows them to be highly flexible and acceptable to change and transformation 
(Moreno-Ruiz et al., 2018). Aside been able to hold forth against negative influence, they are also 
able to design a pathway for their future as grownups, because of the independent mind developed 
through critical thinking, which is an outcome from been proactive. To attain sanity and self-
preservation within the family unit, and be able to balance the work life of employees for 
organizational productivity, there needs to be an improvement in virtues and moral codes among 
offspring. This has a positive impact on the mental and psychological state of the human resources. 
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Performance Appraisals for Motivation 
As an HRD instrument for employee and organizational performance, performance appraisal is 
focused on evaluating the roles of employees (Dijk & Michal, 2015; Osolase et al., 2022). With the 
intention of identifying gaps in knowledge, skills, and education, leading to the deployment of training 
and development for reskilling for individual and organizational effectiveness. It is able to close the 
gap between inefficiency and efficiency. Based on this present study, evaluation of the children’s 
daily routine through proactive parenting, serves as a path towards achieving efficiency within the 
family unit. Focus could be assessment of their domestic and academic activities, and give corrections 
were applicable, in order to motivate them to perform excellently in subsequent roles or endeavours. 
Performance appraisals is able to motivate offspring for effectiveness, through improvement on their 
subsequent tasks. 
Engaging in performance appraisal include evaluating the type of friends been kept by the parents, 
as they have a significant influence and a motivator on the kids mental and physical state. This also 
comprises of the type of friends which hang around the kids. Unlike adults, children and adolescents 
are more of visual learners, as they often learn fast from what they see (Tissot & Evans, 2003). Positive 
friendship helps to develop positive attitude and behaviours and young minds. So it is on the opposite 
as that of negative friendship. Friendship can sometimes be optical illusions. For example, a parent 
who keeps close friendship with negative influencers, should expect on the long-term that these 
category of humans will have a significant influence on the behaviours and attitudes of their kids. As 
thoughts sometimes translates into practicality. 
The mechanisms of performance appraisals can be reinvented by giving rewards to high performing 
offspring. Reward is a motivator for excellent behaviours, morals, and values among children 
(Baranek, 1996; Galvan, 2010). Those who have been evaluated and found to be effective, can be 
rewarded to motivate them in the future. Reward in areas such as notes taking in the class, 
assignments done, high performance in examinations, and effectively attending to domestic chores. 
It does not have to be through financial incentives, as it could be carried out through holidays in 
resorts when the finance is available, allowing them choose what they want for breakfast, lunch, or 
dinner, or engaging them in indoor or outdoor playground activities. Evaluating kids can also be in 
the form of informal playtime with parents, such as sporting games or storytelling after dinner on 
selected days, as this can help improve their spoken English and stage fright, development of self-
esteem, teamwork, while also improving the bond between parents and their kids. Playtime among 
kids helps to relax the nerves, which enables for easy assimilation. 
It is necessary to note that gossiping is different from having a close friendship with an offspring. As 
a measure towards practicing proactive parenting, parents can endeavour not to engage their 
offspring in gossiping. Or partake in it with their adult friends or other family relatives in the presence 
of their children. Avoiding it is a form of self-appraisal to motivate offspring towards imbibing good 
character, morals, and values. The problem with parents who indulge in gossiping with their offspring, 
can best be described in the opinion of Bandura (1977) Social Learning Theory (SLT). Through 
repeated observations, humans are able to imitate and replicate the behaviours of others (Bandura, 
1977). Humans at this tender age often over a long period of time become what they see every day. 
These behaviours or outcome can sometimes be positive or negative. As children who may not be 
aware of the dangers involved to partake in gossiping, they copycat these attitudes and characters 
and have it transferred within their social groups. At adulthood, it becomes a lifestyle which they 
carry on to the workplace. 
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Feedback Mechanisms as “Opportunity” for Effective Communication 
It is an HRD practice which creates opportunities for performance, through effective communication 
between employees and managers or other senior authorities within the organization (Luu, 2018; 
Nikolic et al., 2020; Osolase et al., 2022). Using the instruments of feedback mechanisms, parents can 
develop interpersonal and effective communication with their offspring. As it helps in the sharing of 
ideas, providing opportunities for the parents to know what their kids are up to at almost every point 
in time, in addition to their next undertaking. In the opinion of Simon (2021), effective 
communication as a proactive instrument, has a positive impact on building a progressive and 
successful family unit. By way of developing the intellects of children, and their mental and 
psychological balance. Communicating using the instruments of feedback mechanism is not solely 
focused on information sharing, as it also assists to develop problem-solving skills, communicate 
emotions, and a deep understanding between parents and their offspring. Parents who are effective 
in their communication techniques, provides opportunities for their children to discuss with them the 
best profitable career pursuits, and as required, advise given accordingly. It establishes an 
opportunity for creative thinking, which is the poster-child for equitable judgement. And balancing 
of thoughts and actions from early life stages to adulthood. 
Due to the openness involved, parents who communicate with their children regularly and 
effectively, are able to create opportunities for them to develop their decision-making skills, together 
with their mental strength and alertness (Turner & West, 2018; Simon, 2021). It is a pathway for 
intentional living, based on the ethical and moral values developed overtime through effective 
communication. Making available opportunities for kids to develop positive social behaviours and 
attitudes among their peer group, because of the knowledge they acquire from their parents through 
informal but effective communication techniques. When parents are able to build trust between 
themselves and their offspring through effective communication, there is often the possibility of been 
able to know when their children are in crisis, faced with chaotic situations, or when they begin to 
mingle with the wrong social group (Simon, 2021). 
There are several ways in which proactive parents can effectively communication with their offspring, 
and help achieve an efficient family unit. Such as beginning the steps at a young age so that it 
becomes ingrained in their way of life, communicating with them at their base levels for easy 
understanding and integration into self. In addition to this, is the ability to listen carefully and 
attentively with the aim of proffering solutions as applicable, as this is able to remove intrusions. 
Others include engaging in brief discussions as children are susceptible to distractions during the 
course of long conversations, application of the right and positive words, and self-expression of 
personal feelings to convey own thoughts to them. This also comprises of consistent and well-
organized family meetings to identify if they are faced with any difficulties. It is appropriate that when 
parents communicate with their children, explanations are made in details and transparently for easy 
comprehension and subsequent application (Simon, 2021; Holden, 2021). Been polite, dealing with 
each problem separately, developing creative and innovative methods, and the readiness to forgive 
for them to make amends on past misdemeanors, are methods in which proactive parenting can 
effectively watch their kids develop into responsible adulthood. Like organizations, family units which 
clearly understand the efficacy of effective communication are able to resolve conflicts which may 
arise at any given time. As showcased in Figure 1, the three HRD activities applied in the study are 
integrated into the constituent parts of A-M-O model. Showing how these HRD practices can assist 
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parents to become proactive in their efforts to build responsible and productive family units, which 
directly impacts their careers, organizations performance, and societal development. 

 
Figure 1: A-M-O model showing how HRD activities can lead to proactive parenting for efficiency 
within family units. 
 
Conclusion 
The research objective and study’s intent was achieved. For the purpose of this study, the constituent 
parts of A-M-O model was deployed for explaining how organizations can empower its human 
resources through abilities, motivation, and opportunities for proactive parenting. As proactive 
parenting directly have a positive impact on employee and organizational performance, which goes 
vice versa. The study's findings has revealed that, through the deployment of investigated HRD 
activities for effective parenting, such as training and development, performance appraisals, and 
feedback mechanism, workforce can be supported to excel on their job delegations. A disclosure has 
been made showing that, organizations cannot shy away from been directly or indirectly responsible 
for the wellbeing of the nuclear family of the human resources. Pertaining to providing the 
appropriate knowledge, education, and competencies which are needed by employees to navigate 
the several challenges experienced in trying to balance responsibilities at the workplace and those 
within the family unit with reference to offspring. As there is a positive impact which thriving offspring 
and family unit brings to the psyche, psychological, mental, and physical bearing of employees. A 
troubled or an unfocused employee often becomes less productive at the organization. 
According to Garavan and McGuire (2010), HRD as a field needs not to be totally focused only on 
profit-making within the organization, as its predominantly known responsibility for championing 
humanistic virtues, ethics, and moral principles must be reestablished and integrated. In order to link 
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all aspects of employee satisfaction at the workplace and within the family unit, into the economic 
activities of organizations. Training and development is meant to recreate the upskilling process, with 
the intention to develop the appropriate knowledge and human capital required by the workforce to 
balance-up the gap between job responsibility and proactive parenting. While performance 
appraisals establishes a culture which motivates employees to take the driver-seat and provide the 
tender-care required by offspring and the rest coordinated parts of the family unit. Through the 
entrenchment of an effective communication system, opportunity is awakened, as it creates a space 
for commitment for employees to be fully engaged and present in the lives of their offspring. Taking 
proactive parenting as an oversight function of HRD is necessary, as the workforce remains the assets 
with which organizations are able to achieve its strategic objectives, economic stability, and remain 
at a competitive advantage. Either on short or long-term basis. 
As an integral part of employee efficiency and organizational productivity (Gilbreath & Montesino, 
2006; Mustafa & Elliott, 2019; Kareem & Hussein, 2019), there is therefore the necessity for HRD 
scholars to conduct more scientific research in this regard, and help to design and develop new  
approaches for formal and informal learning. Which can be focused on creating an interaction 
between employees’ proactive parenting skills and the organizations objectives. This could also be in 
the form of developing or applying new applicable theories or models for future studies, to further 
investigate, explain and resolve the various challenges. Utilizing the expertise of HRD, organizations 
needs to fully commit time and resources for employees’ skills and knowledge development. As it is 
an enabler for change in organizational culture and practices, and the wellbeing of employees. All 
these are meant to help HRD practitioners achieve organizations whose systems and mechanisms are 
interconnected for performance. In employing the functions of HRD for proactive parenting using the 
lens of A-M-O model, organizations and its employees do not only contribute to the success of the 
family units, its offspring, and the organizations itself, but are also able to develop a sustainable 
future equipped with responsible adults. 
 
Implications for HRD Practice and Research 
The focus of HRD as a proactive field and practice, is to help produce human resources which are 
efficient, resulting to organizational change and development (Kareem & Hussein, 2019). To achieve 
a prosperous organization, there is the need to balance the work-life of employees (Roopavathi & 
Kishore, 2020). This can be achieved through acquiring skills and knowledge that prepares employees 
to often take initiatives, which enables them to deal with futuristic problems and difficulties as 
parents. In the past decades, HRD has been able to develop human resources that are ethical within 
the context of organizations (Frye, 2019). This can be extended to the family unit of the workforce. 
The role of HRD in the organization can be reinvented through creativity, so it can help to provide the 
needed awareness, education, training, and knowledge enhancement. It is also important to focus 
on the benefits on been a proactive parent. Such as reduction in stress and overthinking, ability to 
effectively manage time between work and family. Because employees who are able to always take 
affirmative actions within the family unit, are often prepared to give their best to their organizations 
in return, due to the satisfaction they experience. This leads to an increase in productivity. When 
employees are stressed or burned-out, it can lead to health problems, resulting to financial loss for 
the organization. Because of loss of time due to employee absence from work, and funds to be spent 
for medicals which could have been earmarked for other purposes. 
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HRD as a moral compass for workforce development, should engage in establishing programmes or 
seminars focused on critical thinking and development of new ideas for employees, with the purpose 
to teach and integrate knowledge and skillsets required for proactive parenting. This will create a 
pathway, in resolving the complexities which exists between how organizations and their workforce 
should be able to create a seamless interaction in balancing work and personal life. Using its 
traditionally known capability for development, growth, and performance, HRD is capable of 
holistically designing policy frameworks for a win-win situation between the workforce and 
organizations. A policy which is able to integrate innovative HRD activities for not only the benefit of 
organizations and employees wellbeing at the workplace, but also the continuous development, 
improvement, and performance of the offspring of its human resources. Some other methods 
through which HRD can intervene include digital skills for hybrid working, so that employees can 
dedicate valuable time for their offspring. According to Odendaal (2021), a significant advantage 
which hybrid or remote working brings for employees, is that it allows them to become responsible 
parents, as they often have better organization and coordination, in addition to easy access and 
presence in their family circles. Work scheduling can sometimes go hybrid or remote. Aside the 
improved productivity and effectiveness it brings, it is also a motivator for efficient monitoring and 
evaluation of whatever happens within the family units. These leads to outcomes such as healthy 
employees, children, family units, organizations, and societal development. 
 
Limitations and Recommendations for Future Research 
Employing HRD activities with support from the constituent parts of A-M-O model, the outcome from 
the study have shown that HRD has the expertise required in developing critical thinking and 
problem-solving skills, with the purpose to help improve the quality for proactive parenting. Hence, 
a track has been established for future research to be conducted. Having said this, there is a limitation 
to the study as it was carried out through a review of various literature. The study’s findings is yet to 
be empirically tested, and therefore cannot be generalized or widely applicable to all circumstances, 
due to absence of empirical data. Therefore, it is logical to state that succeeding studies can deploy 
the three HRD activities applied for this study, comprising of the features of A-M-O model, in order 
to test its effectiveness. Such as training and development, performance appraisals, and feedback 
mechanisms. To achieve this, primary data can be obtained from working parents in private or 
government owned organizations, deploying any of the research methodology such as quantitative, 
qualitative, or mixed-method. This is necessary because the findings may varies, on account of 
observation, exploration, and real-life experiences. 
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