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Abstract- The current study is carried out on 

‘Human Capital Development as Catalyst for 

Increased Organization Performance: the necessity’. 

The era of rule of thumb in implementing business 

operations are far gone and any business that is still 

operating on trial and error, undoubtedly, in this 

ever-changing business environment will be 

operating at competitive disadvantage. Meaning that 

the business will find it difficult to survive and to 

compete favorably, in this highly competitive 

business world. It therefore becomes necessary for 

business owners and business policy makers to place 

priority on their organization members by ensuring 

that these members are trained and developed to 

better fit into the current demands on how operations 

should be carried out in other to gain competitive 

advantage and to enhance increased organization 

performance. Despite the fact that human capital 

development requires initial capital outlay, the 

resultant benefit for investment in human capital, 

cannot be undermined. Business owners and 

business policy makers are therefore encouraged to 

invest in the training and development of their 

human capital. 
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organization performance; training and 
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I. INTRODUCTION 

 

Recently more than ever, every facet of human 

endeavor, put behind, its old phase and introduces a 

new phase. These new phases have compelled man to 

adapt to the new phase, but survival and sustainability 

in the new phase remains a function of the ability of 

man to possess the requisite capabilities. This study is 

carried out to investigate the necessity for human 

capital development as catalyst for increased 

organization performance. Human capital has been 

viewed as the sum of knowledge, skills, abilities and 

other characteristics of individuals accumulated 

through education and training [1], [2]. Further, 

Human Capital refers to the knowledge, expertise, and 

skill one accumulates through education and training 

[3]. The need for human capital development though 

taken for granted by many organizations, cannot be 

kept under the carpet. This is because, human capital 

remains the main resource of an organization that 

drives other resources to the attainment of 

organization set goals. [4] asserted that organizations 

should recognize that without human capital 

resources, little productivity can be realized. As noted 

by [5], a vital tool to realizing an organization’s goals 

and objectives is its human capital endowment. 

Further, the human elements of the organization are 

those that are capable of learning, changing, 

innovating and providing the creative thrust which if 

properly motivated can ensure the long-term survival 

of the organization [6]. Following the dynamic nature 

of the general globe and consequently all of its integral 

parts, including human capital, it becomes pertinent, 

that for any organization to survive and sustain its 

operations, that the human capital must equally be 

reviewed and updated. According to [7], just like other 

assets, the people in an organization need to have their 

effectiveness reviewed and improved from time to 

time, in order to realize growth and productivity of the 

organizations. 

 

 

 



© JAN 2022 | IRE Journals | Volume 5 Issue 7 | ISSN: 2456-8880 

IRE 1703116          ICONIC RESEARCH AND ENGINEERING JOURNALS 273 

1.1 Statement of the problem 

In no doubt, every business to a large extent is 

established to make profit. But in making profit, there 

are certain sacrifices that are worth making. However, 

while all business desire to making profit, only few 

businesses understand some of the sacrifices that 

needs to be made in order to make the desired profit. 

Many organizations during recruitment want to 

specify the number of years of experience and the 

required skills required to stand a chance of getting 

employed. However, the rapid change in the general 

ways businesses are carried out and the corresponding 

skills required at every point in time to fit-in to the new 

demand has constituted problem to many 

organizations. While it is necessary to train and 

develop staff to endow them with the requisite skills 

and training, some organizations still find it difficult, 

investing in the development of their human capital. 

 

1.2 significance of the study 

The current study is significant as it: 

i. Contribute to general knowledge 

ii. Will be of great benefit to researchers and students 

iii. Will enable employers and organization see the 

need why they should invest in the development of 

their human capital 

 

II. LITERATURE REVIEW 

 

2.1 Theoretical Framework 

theory is a generalized statement of abstractions or 

ideas that asserts, explains or predicts relationships or 

connections between or among phenomena, within the 

limits of critical bounding assumptions that the theory 

explicitly makes [8]. The generalized statement brings 

together ideas, “interrelated concepts, definitions, and 

propositions that explain or predict events or situations 

by specifying relations among variables” [9]. Further, 

as noted by [10], theory is a set of interrelated 

constructs (concepts), definitions, and propositions 

that present a systematic view of phenomena by 

specifying relations among variables, with the purpose 

of explaining and predicting the phenomena. On the 

other hand, theoretical framework is the result of the 

notion of other people, based on their perspective over 

a particular phenomenon. According to [11], 

theoretical framework comprises other people’s 

theoretical perspectives that you interpret as relevant 

to your research. This study was backed by ‘Skill 

Acquisition Theory’.  The scientific roots of Skill 

Acquisition Theory can be found in different branches 

of psychology, which ranges from behaviorism to 

cognitivism and connectionism [12]. In the words of 

[13], skill theory "refers to a cognitive repetition 

phenomenon in which prior exposure to specific 

language forms or meaning facilitates speaker's 

subsequent language processing".  The premise of 

Human capital theory is that people possess innate 

abilities, behavior and personal energy and these 

elements make up the human capital they bring to their 

work [14] 

 

2.2 Human Capital 

There has not been a consensus among researchers 

with respect to the origin of the concept of Human 

Capital as one school of thought holds that, ‘The origin 

of human capital goes back to emergence of classical 

economics in (1776) and thereafter developed a 

scientific theory [3] while another school of thought 

holds that ‘The concept of ‘human capital’ is credited 

to Theodore Schultz in the 1960’s to reflect the value 

of our human capabilities [15]’. However, [16], 

promulgated that after the manifestation of that 

concept as a theory, [17] recognized the human capital 

as one of the important factors of national economic 

growth in the modern economy. Human capital is 

deeply rooted in macro-economic development theory 

[18] In terms of definitions, [19], observed that, 

several researchers have proposed various definitions 

for the concept of human capital. However, each of 

these definitions emphasized different characteristics 

of the concept [19]. Human Capital refers to the 

knowledge, expertise, and skill one accumulates 

through education and training [3], [20], [21], [22], 

[23] and [24]. According to [19], in clear terms, human 

capital refers to anything but physical capital including 

equipment, properties and financial capital. It is 

defined as a collection of knowledge, creativity and 

features with which individuals utilize in carrying out 

their jobs effectively [25]. [26] asserted that Human 

Capital is an investment in knowledge and skill. 

Finally, according to [27] Human Capital is defined as 

the skills, competencies, abilities and knowledge 

possessed by individuals which improves their 

personal, social and even economic well-being. It is 

therefore obvious that there could be definitions of 

human capital as there are writers on the subject. In 

this study, human capital is defined as the capabilities 
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possessed by an individual, with which he strives 

towards remaining relevant. 

 

2.2.1 Training and Development 

The changing nature of the general business world has 

made training to take the front burner among 

businesses that understands its importance. This is 

because, to remain in business and to be profitable, 

businesses must understand the need for staff training 

and the consequent role it can play on its profit, not 

minding the initial expenses incurred on the training. 

According to [2] In an era of heightened corporate 

transparency, greater workforce mobility, and severe 

skills shortages, culture, engagement, and retention 

have emerged as top issues for business leaders. 

Training is a considerable investment in workers that 

fosters their skills and abilities in handling workplace 

problems [28]. It therefore follows that without 

training, it is impossible to empower the human 

elements of an organization with the requisite skills 

required to overcome workplace dilemmas. 

 

Due to increased environmental degradation and 

global warming, human resource development 

functions are more concerned with employee training 

and development as a key to sustainable organizations; 

despite unsustainable patterns of development across 

the globe [29].  As revealed by the study of [30], skills 

upgrading has direct positive growth effects associated 

with the stronger labor force attachment and the better 

employability of more-qualified workers. 

 

2.3 Increased Organization Performance 

Organizational performance remains a central theme 

in contemporary literature [31] and the factors that can 

impact on organizational performance, has been 

approached, through different perspectives. For 

instance, corporate governance [32] internal 

organizational environment [33], training, 

development and green human resources practices 

[18], and investment in human capital [2], [34]; [35]. 

Improved performance of any organization is a 

function of many factors and at the very top is the 

adequacy of such organization’s human capital. This 

is because, having all the required fund and 

equipment, the best of business environment, if the 

organization members don’t understand what it takes 

and the need to sustain and improve the business 

environment, soonest, such environment will become 

hazard. Further, having the best of equipment 

available, on its own cannot transform the 

organization and consequently, improve performance. 

It only takes the organization members that have the 

competences required to put the available equipment 

to use, to transform the organization and consequently, 

improve performance.  Increased organizational 

performance therefore refers to a state of affairs in 

which the organization harnesses its resources and 

achieved better competitive advantage. The 

aforementioned cannot be achieved without the human 

capital. As noted by [36] human capital is an 

organization’s source of competitive advantage that is 

related with value, rareness, inimitability and non-

substitutability 

 

III. CONCLUSION AND RECOMMENDATION 

 

3.1.1 Conclusion 

The complex and dynamic nature of the business 

environment is enough to bring about business failure. 

In no doubt, many businesses are failing on a regular 

basis and many others are just operating on the 

average, without competitive edge. The above-

mentioned scenarios of business failure and operating 

on the average, is not tied to the complex and dynamic 

nature of the business environment, but largely, the 

failure of business owners and business policy makers 

to develop their human capital to equate with the 

changing environment. This they can achieve by 

training organization members in accordance with 

current dictates. A noticeable problem among many 

business owners and business policy markers not to 

invest on the development of their human capital is 

that on one hand, the cost implication is given so much 

attention to and little or no attention to the resultant 

benefit. On the other hand, many business owners and 

business policy makers, assume that the old and 

routine methods of carrying out operations will fit into 

these changing and current situations. [37] asserted 

that learning has become an important element of 

social responsibility as well as sustainability in 

organizations where emphasis is on managing 

renewable resources, reduce waste and pollution, use 

solar energy, and invest in repairing damage done to 

mother earth. As suggested by [28], training is a 

considerable investment in workers that fosters their 

skills and abilities in handling workplace problems. 

The process of empowering and developing 
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employees is bound to increase their motivation and 

adaptability to organizational dynamics and changes 

[38] 

 

3.1.2 Recommendation 

At this point in the current study, the following 

recommendations are made: 

i. Learning is a regular activity and consequently, 

organizations should make it a priority- the 

development of their human capital, by integrating 

it in their yearly budget. As noted by [39] the 

concept of human capital is assumed to consist of 

an individual’s skills, knowledge, capabilities and 

experience as well as the ability to improve these 

through individual learning. 

ii. Organizations should understand that investment 

in their human capital, will definitely have a 

multiplier effect on its operations and should not 

assumes that it is expenses that only reduces their 

profit 

iii. While the organization is making huge effort 

towards developing her human capital, the 

organization members must avail themselves and 

take advantage of the training. This is because, 

outside positioning the organization member to 

better improve the organization’s performance, the 

knowledge acquired, will be capable of 

transforming the individual’s carrier path and 

prospects. 

 

REFERENCES 

 

[1] R. E. Polyhart and T. P. Moliterno - Emergence 

of The Human Capital Resource: A Multilevel 

Model. Academy of Management Review, 36(1), 

127–150, 2011. 

[2] A. E Odhong, and J. Omolo, - EFFECT OF 

HUMAN CAPITAL INVESTMENT ON 

ORGANIZATIONAL PERFORMANCE OF 

PHARMACEUTICAL COMPANIES IN 

KENYA. Global Journal of Human Resource 

Management, 3(6), 1-29, November 2015 

[3] D. Severine and S. Lila - An Introduction to the 

Human Development and Capability Approach. 

Freedom and Agency, London, Earthscan, 2009. 

[4] C. Ichniowski, K. Shaw and G. Prennushi, - The 

effects of human resource management practices 

on productivity. American Economic Review, 87 

(3),291–313, 1997. 

[5] J. Pepra-Mensah - Training and Development; 

and Performance Improvement: Making a Case 

for Investment in Human Capital. IOSR Journal 

of Business and Management, 20(5), 1-6, 2018. 

[6] E. C. Kudonoo and V. Tsedzah, - Human capital 

management: Taking human resources 

management to the next level in Anglophone, 

West Africa. International Journal of 

Management Science and Business 

Administration, 1 (6), 19-30, 2015. 

[7] M. A. Hitt, S. K. Bierman and P. Kochhhar - 

Direct and Moderating Effects of Human Capital 

on Strategy and Performance in Professional 

Service Firms: A Resource-Based Perspective. 

Academy of Management Journal, 44 (1), 13–28, 

2001. 

[8] A. Gabriel, - The meaning of theory. 

Sociological Theory, 26, 173 – 199. 

https://doi.org/10.1111/j.1467-

9558.2008.00324.x, 2008  

[9]  K. Glanz, - Health behavior and health 

education: theory, research, and practice. San 

Francisco: Jossey-Bass Inc, 2008. 

[10] F. N. Kerlinger, and H. B. Lee, - Foundations of 

behavioural research. 4th Edn. Belmont, CA: 

Cengage Learning, 2000 

[11]  C. Kivunja - Distinguishing between Theory, 

Theoretical Framework, and Conceptual 

Framework: A Systematic Review of Lessons 

from the Field. International Journal of Higher 

Education, 7(6), ISSN 1927-6044, December, 

2018. 

[12] Dekeyser, R. M., & Criado, R. 

(2013)..Automatization, skill acquisition, and 

practice in second language acquisition. In C. A. 

Chapelle (Ed.), The encyclopedia of applied 

linguistics. London: Blackwell. 

[13]  P. Trofimovich and K. McDonough, - Priming 

in P. Robinson (Ed.), The Routledge 

Encyclopedia of Second Language Acquisition 

(pp.505-508). New York: Routledge. 2013 

[14]  T. H. Davenport and L. Prusak, - Working 

Knowledge, Cambridge: HBS Press, 1998. 



© JAN 2022 | IRE Journals | Volume 5 Issue 7 | ISSN: 2456-8880 

IRE 1703116          ICONIC RESEARCH AND ENGINEERING JOURNALS 276 

[15]  U. Hossain and I. Roy, - Human capital 

management: The new competitive approach. 

International Journal of Economics, Commerce 

and Management, 4(5), 1020-1034, 2016. 

[16]  K. Dae-bong, - Human Capital and its 

Measurement, the 3rd OECD World Forum on 

“Statistics, Knowledge and Policy”, Charting 

progress, Building Visions, Improving life, 

Busan Korea 27 – 30, 2019. 

[17] Schultz, T.W. (1961) Investment in human 

capital. American Economic Review. Vol 51, 1–

17. 

[18]  S. Monica - Human Capital and Sustainable 

Organizations: A Review. International Journal 

of Science and Research, 8(7), 792-797, July, 

2019. 

[19] J. Aliu and C. Aigbavboa, - Examining the Roles 

of Human Capital Theory. What next for 

Construction Industry? Journal of Physics: 

Conference Series. 1378 02205, 2019. 

[20]  M. Marimuthu, L. Arokiasamy, and M. Ismail, - 

Human Capital Development and Its Impact on 

Firm Performance: Evidence from 

Developmental Economics. The Journal of 

International Social Research, 2(8), 265-272, 

2009. 

[21]  F. Afiouni, - Human Capital Management: A 

new name for HRM? Int. J. Learning and 

Intellectual Capital, Vol. 10, No. 1 pp 18 – 34, 

2013. 

[22]  M. Armstrong, - A Handbook of Human 

Resource Management Practice, (13th edn.), 

London, Kogan Page Publishers, 2014. 

[23]  A. E Odhong, S. Were, and J. Omolo - Effect of 

Human Capital Management Drivers on 

Organizational Performance in Kenya. A Case of 

Investment and Mortgages Bank Ltd. European 

Journal of Business Management, 2(1), 341-356, 

2014. 

[24] Joshi, R. Arun [editor]; Gaddis, Isis [editor], - 

Preparing the next generation in Tanzania: 

challenges and opportunities in education. 

Directions in development; human development. 

Washington, D.C.: World Bank Group, 2015. 

[25] L. A. Weatherly, - Human capital—The elusive 

asset; measuring and managing human capital: A 

strategic imperative for HR. Research Quarterly, 

pp.1-9, 2003. 

[26] J. B. Van Loo and T. S. Rocco, - Continuing 

Professional Education and Human Capital 

Theory. Online Submission, 2004. 

[27] Organization for Economic Co-operation and 

Development (OECD) - The Well- Being of 

Nations: The Role of Human and Social Capital. 

Paris, 2001. 

[28]  A. Smith, - The wealth of nations. London: Dent 

and Dutton, 1910 

[29]  A. Kola-Olusanya, - Embedding Environmental 

Sustainability Competencies in Human Capital 

Training and Development, Mediterranean. 

Journal of Social Sciences, 4(4), 65-71, 2013. 

[30]  G. Musaue, G. Namusonge, E. N. Makokha and 

J. Ngeno - The Effect of Inventory Management 

on Organizational Performance Among Textile 

Manufacturing Firms in Kenya. International 

Journal of Academic Research in Business and 

Social Sciences, 7(11), 1032-1046, 2017. 

[31]  H. Boni and W. Holzl, - The Link Between Job 

Creation, Innovation, Education and Training: 

An Assessment of Policies Pursued at EU Level, 

Directorate-General for International Policies, 

Policy Department, Brussels, Economic and 

Scientific Policy, 2010. 

[32]  P. N. Mbalwa, H. Kombo, L. Chepkoech, S. 

Koech and P. M. Shavulimo, - Effect of 

Corporate Governance on Performance of Sugar 

Manufacturing Firms in Kenya: A Case of Sugar 

Manufacturing Firms in Western Kenya. IOSR 

Journal of Business and Management, 16 (11), 

86-112, 2014. 

[33]  J. W. Kinyua-Njuguna, J. Munyoki and F. 

Kibera, - Influence of Internal Organizational 

Environment on Performance of Community-

Based HIV and AIDS Organizations.  European 

Scientific Journal 4 edition, 10 (1), 405-426. 

2014. 

[34]  I. J. Josan, - Human Capital & Organizational 

Effectiveness. Change & Leadership, Vol.17, 39-

45, 2013. 

[35]  A. Kariuki, and C. Murimi, - Employee 

empowerment and organizational performance 

of Tata Chemical Magadi Ltd, Kenya. European 



© JAN 2022 | IRE Journals | Volume 5 Issue 7 | ISSN: 2456-8880 

IRE 1703116          ICONIC RESEARCH AND ENGINEERING JOURNALS 277 

Journal of Business and Management, 7(8), 

190200, 2015. 

[36]  C. F-Jardon and Gonzalez-Loureiro - Human 

Capital as Source for Sustained Competitive 

Advantage in SMEs: A Core Competencies 

Approach, Economia Seria Management, 16(2), 

255-276, 2013. 

[37] N. Hami, M. R. Muhamad and Z. Ebrahim, - The 

impact of sustainable manufacturing practices 

and innovation. Procedia CIRP, 26, 190 – 195, 

2015. 

[38] D. Thomas, A. kapplman, and C. Richards, - 

Training empowerment & creating a culture for 

change, Empowerment in organization, 4, 3, 26-

29, 1996. 

[39] G. Dess, and J. Picken, - How Leading 

Companies Achieve Superior Performance by 

Leveraging Their Human Capital, American 

Management Association, Beyond Productivity, 

2008. 


