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ABSTRACT 

The study examines impact of human capital development on employees’ 

productivity in Kaduna. The study used survey method, were data for the work 

obtained through questionnaire which administered to staffs. The entire 

populations of this study consist of workers from the company were 75 staffs 

were used as the sample size. A questionnaire design in five likert scale was 

used as the instrument of data collection. The mean was used to analyze data. 

The result of this investigation shows that human capital development helps to 

bring various talents into single umbrella as well as a very good tool for 

strategic integration, higher commitment and flexibility of work. Human 

resource enhances the productivity of employee’s performance. Human capital 

developments help in aligning business policies to corporate strategy, as well 

as foster the Management of employees in order to gain competitive gain. The 

analysis further indicates that Human capital development assistance in 

Building greater employee commitment to an organization as well as   a good 

reward strategies to support work performance which facilitate more 

productivity in enterprise. Therefore, it was suggested that management should 

regularly give peripheral benefits such as medical, transport, housing and leave 

allowance as a good strategy which will assistance the workers to perform well 

for higher productivity. The management should also make sure that, the 

policies of the business and it corporate strategies should be well communicated 

to its employee to get understanding of it in order to have a commercial goal 
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and achievement for the organization, by given or stating polices and strategies 

that are not too rigid.  

 

Keyword: Capital, Employees, Human development, Productivity. 

 

INTRODUCTION 

Human capital development has established more comprehensible productivity, 

if look at a  growing involvedness of the work environment, the speedy change 

in organizations and industrial improvement which further imposes the need for 

human capital development of workers to meet the challenges. Human capital 

development aids to ensure that employees possess the acquaintance and skills 

they need to perform their jobs effectively, take on new responsibilities, and 

adapt to changing conditions. Employees in organizations are likely to 

experience low confidence if human capital planning and intermittent training 

is not given a priority. The workers will be conscious of their disorganized 

environment, and it will suffer pressure and frustration because they will have 

difficulty in executing their assigned responsibilities. There will be a high staff 

turnover rate, which leads to lowered productivity. Some employees might be 

laid off because of lowered profits and this will further diminish morale. Other 

employees might feel unappreciated and over-worked as the organization will 

be under-staffed. This will exacerbate the downward spiral and the business is 

likely to fail (Paula, 2016). 

The issues of regular human capital development and training prevalent, hence 

workers are not as efficient as they ought to be, equipment and methods of 

production also becomes obsolete, by implication, their marginal productivity 

becomes tremendously low and this leads to low real income, low savings, low 

investment and consequently low rate of capital formation. In this regard, 

misemployment of human capital in Nigeria, Poor reward system retarding the 

acquisition and development of human capital becomes a big task militating 

against organizational productivity in recent times. Human capital Planning is 

integral to the efficient running and continued success of an organization. At 

times, many establishments and business owners due to circumstances, certain 

business factors or extraneous issues have a badly mismanaged human capital. 

The resultant poor human capital planning has an immediate and long-term 

impact on organizational functioning, employee recruitment and management 

policies and corporate profitability. Lack of human capital planning can have a 
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positive or negative effects on workplace productivity of the organization 

Unproductive workers are not enthusiastic or engaged in their job duties and 

responsibilities. In many cases, poor management of human capital, lack of 

motivation and changes in organizational structure are at the forefront of an 

unproductive workforce. The high cost of training is another factor that prevents 

organizations from training their worker. The human resources department is in 

charged to ensuring that the managers have the training and resources necessary 

to meet the needs of employees. Were the costs is too high, it becomes a 

problem and it will likely lead to low productivity. Another aspect that geared 

the employees of an organization towards high productivity is the methods of 

motivation and incentive that the organization is using. It is usually said that a 

hungry man is an angry man. When employees are well motivated and well 

considered for, be rests assure that you will not only get an acceptable 

productivity, but also a higher productivity as the case may be. Where there are 

not well motivated, they become demoralized and it will possibly lead to low 

productivity to higher esteem. 

The objective of this study is to examine the effect of human capital 

development on organizational productivity. Other specific objectives include: 

To find out how lack of human capital planning may lead to low productivity, 

To examine the high cost of training that avert firms from training their 

employees, To appraise the methods of motivational style that may increase 

productivity in the organization. 

 

LITERATURE REVIEW 

Concept of Human Capital Development  

poteninece & Tamasanskierie (2014) delineate human capital as a personal 

knowledge, acquired skills, education, experience, attitudes, behavior, intellect, 

creativity, insights, accumulated experienced, physical, emotional and mental 

condition of health, energy, orientation in the encouragement of the 

environment, the ability to properly and timely use the knowledge and skills, 

and other personal characteristics that increase the productivity and income in 

the form of wages as well as the revenue of an organization. It is the most 

developed human capital concept, covering both human capital components and 

goals and the results of its development (increasing employee productivity and 

employee income. based on this definition, it can be said that the concept of 

human capital is multi-dimensional and includes elements of human capital and 
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the impact and utilization of its resources on individual income and the 

organization at large, and can be analyzed in a micro and macro level. As many 

writers note, (Chani & Shahid 2012; whalley & xillang, 2013), human capital 

influences the country’s economic growth, employee productivity and increases 

national attractiveness. Health Field (2011) Human Capital Development as the 

context for helping employees develops their personal and organizational skills, 

knowledge and ability. According to her, human capital development includes 

such opportunities as employee training, employee career development 

performance management and development, coaching mentoring, succession 

planning, key employee’s identification instruction assistance and organization 

development. More importantly, health field (2011) suggests that the shortage 

of skilled people can act as a limiting factor on individual organization and on 

the economy as a whole. It is in the interest of individual organization and the 

nation to maximize its human resources by investing in the skills of its 

workforce, its human capital. Human capital is a crucial component of an 

organization’s overall competitiveness. It can be argued that economic growth, 

employment levels and the availability of skilled workforce are interrelated. 

Economic growth creates employments, but economic growth partly depends 

on skilled human resources’ of an organization 

Pocas (2014) view human capital is treated as the complex of two main 

elements; education and health, which are developed through investment in 

education and the form additional training and investment in health care. It 

should be noted that in all analyzed researches, human capital is related to 

formal education and training in work. Meanwhile, health as an portion of 

human capital is overlooked. According to Bloom, Canning & Sevilla (2004), 

Pocas (2014), it can be stated that the impact of investment in education and 

through active increase in the employee force of the population. The impact of 

human capital components on employee productivity occurs both directly and 

indirectly. The direct relationship between investment in employee training and 

experience, also investment in employee health, which are measured at macro 

level by public and private investment in the education system and healthcare 

system, as well as private training cost, generates increasing employee 

productivity.  

Stainer (2011) defines manpower planning as “strategy for the acquisition, 

utilization, improvement and preservation of enterprises human resources. It 

relates to establishing job specifications or the quantitative requirements of jobs 
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determining the number of personnel required and developing sources of 

manpower .the process by which management determines how the organization 

should move from its current manpower position to its desired manpower 

position to its desired manpower position. Through planning management 

strives to have the right number and the right time, doing things which result in 

both the organization and the individual receiving medium long-run benefit.  

The willingness to do something depends on how well an organization’s 

management integrates the interest and needs of employee with the objectives 

of the organization. According to Kankia (2011) motivation can be defined as 

the will to perform. Human performance can be defined as being determined by 

the level of interaction between motivation and ability. These various theories 

of motivation range from the simplex which focus on human need to the 

complex ones which attempts to cover virtually every imaginable factor which 

could influence organizational behavior as well as work performance. In all 

these, there is some agreement on the range of factor which must be understood 

in any attempt to know how motivation operates at the work place, these factors 

includes: The impact of large organizational environment, The behavioral 

implication of the required task and The characteristics of the individuals: 

Human needs and needs which an individual seeks to realize in a given context 

at any given time depends on his characteristic. Oladimeji (2007), itemize the 

characteristics to consider as: Cultural norms & orientation: ethic religion, 

values, beliefs of his culture, etc. Social background: Position, family situation, 

religion, affiliation, etc. Personality and Demography: Age, sex, marital status, 

educational background, etc.  

Human needs that initiate the motivation process are many. They are manifested 

in different ways because of the contributions of industrial psychologist and 

industrial sociologists. Abraham Maslow in his book motivation and personality 

(1908-1970) described motivation as an ascendance of different unsatisfied 

needs. The classes of needs identified by Maslow are: Physiological, security 

or safety, social, esteem and self-actualization needs. When one set of needs is 

satisfied, it ceases to be a motivator; motivation is then generated by unsatisfied 

needs further up the hierarchy. A satisfied need is not a motivator. The most 

powerful employee need is the one that has not been satisfied. Maslow 

represented the needs of employee in form of hierarchy which is represented in 

the diagram below: are Maslow’s Hierarchy of Needs (Motivation and 

Personality. (1908-1970)  
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Step 1: Physiological needs: it also termed as survival need, physiology needs 

is the most baric aboriginal of all needs, comprising all the basic human 

requirements such as: food, water, shelter, sleep and clothing. These needs are 

necessarily satisfied before other needs will be measured. No other needs 

motivate the employee when his survival needs are left unsatisfied.  

Step 2: Security or safety needs: Safety needs concern principally the dangers, 

risks that are characteristic in a job such as: physical harm, loss of job, property, 

life, food. these concerns were held highly in earlier times, but in more modern 

context, they have been refined and are now felt in mainly social and financial 

terms, purely physical requirements have been replaced by the need for things 

such as job security or a living wage.  

Step 3: Social needs: it also called afflation or acceptance needs. It concerns the 

need to belong, and be accepted by others. A social need becomes important 

more especially because the first two have been satisfied. An organization helps 

to satisfy friendship and belonging needs through sports teams, parties and 

celebrations, showing direct care and concern for employees.  

Step 4: Esteem needs: it also called Self-image needs. It bears directly on the 

need for self-respect and appreciation from others. When a social need is 

satisfied, people tend to want to be held in high esteem by both themselves and 

their peers or even superiors. They want to be appreciated for every contribution 

they make. The desire for independence and confidence tops the list of their 

prestige, status and self-confidence.  

Step 5: Self-Actualization needs: it also called fulfilled needs. This is the need 

for an employee to achieve maximum realization and use of his potentials. It is 

the highest need in the hierarchy which only self-challenged individuals may 

reach. It is described as the most sophisticated type of need, because it is the 

desire to maximize one’s skills and talents and to reach full expression of one’s 

abilities.  

Training and development of human capital are very crucial and vital if 

productive, effectiveness, efficiency and organizational survival are to be 

achieved. According to Folayan (2008), the term “training and development” 

are often used interchangeably, even though they have somewhat different 

connotations.  

Training refers to the ways in which specific knowledge and skills necessary to 

perform a specific job are taught and learnt While Development implies a 

equivalent procession which people acquire more general abilities and 
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information but in ways that cannot always be tied directly to a particular task 

they perform. Nmadu (2009) also defined training as an organizations effort to 

change the working behavior or attitude of workers so that they can perform to 

acceptable standard on the job. It is aimed at changing the behavior of workers 

at work place into efficiency and higher performance standards which 

eventually leads to higher productivity in an organization. Training tends to be 

connected with non-managerial employees while development usually refers to 

management staff. Training and development activities are integral and 

important aspect of human capital development. Such activity makes it possible 

to adjust as well as enhancing the skills of the workforce ranging from the 

lowest to the highest set of employees. No organization can for long ignore 

training and development needs of its workforce without seriously impairing 

productive efficiency. he point out some importance of training and 

development in organizations which includes the following: Reduced accident: 

Trained employees can perform with little or no accident at all, accident are 

mostly caused by deficiency in people than deficiency in equi9pment and 

working conditions proper training reduce accident rates in a working 

environment. And Enhance organization stability and flexibility: The ability of 

an organization to sustain its effectiveness despite the loss of keys personnel 

can be developed only through creation of a reservoir of trained replacement. 

The biggest organizational asset is trained and motivated personnel.  

 

METHODOLOGY 

The sample size for the total population used for this study is seventy five (75) 

Out of total population of one hundred and thirty five (135) as the size which 

shall be selected using simple random selection technique in form of hat drawn 

method (balloting). According to Morgan and Krejcie, The researcher 

personally collected data from the respondents through the help of the Human 

Resource Manager. After the distribution of questionnaires, respondents were 

given five days to fill out the questionnaire. This time frame is given in order to 

give ample time to the respondents to reflect on the items on the questionnaire 

to facilitate responses. Available data is presented on a five point likert scale 

table and was analyzed using the statistical means scores. The choice of this 

technique is due to the fact that the statistical mean score is the most appropriate 

method used in analyzing a five point likert scale questionnaire as well as 

research questions which will be used in this survey.  

The formula for calculating mean (x) =
𝜀𝑓𝑥

𝑛
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Where 

X = Mean 

∑ = Summation 

F = Frequency 

∑f = Total Frequency 

 

5 + 4 + 3 + 2 +1     =15/5=3 

         5      

Therefore, Mean (X) =3.00 

 

Decision Rule 

The decision rule is based on a cut- off point is 3.0, therefore any item that 

scores below 3.0 is considered disagree while above 3.0 would be considered 

as agreed response. The 5 point Likert scale thus: 

 SA A UD D SD 

Grad Point 5 4 3 2 1 

Range 4.4 -5.0 3.5- 4.4 2.5-3.4 1.5-2.4 0.5-1.4 

KEY 

• Strongly Agree           =  5 

• Agree                          =  4 

• Undecided                  =  3 

• Disagree                     =  2 

• Strongly Disagree      =  1 

 
PRESENTATION AND ANALYSIS OF DATA 

0

1

2

3

4
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6
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Table 1 Demographic Characteristics of the respondents 

Gender Age                                                                                    Educational Qualification 

Ma

le 

Fem

ale 

<25

yrs 

25-

35y

rs 

36-

45y

rs 

46-

55y

rs 

56-

65y

rs 

>65

yrs 

NCE/

ND 

HND/

BSc 

Postgra

duate 

50 

67

% 

25 

33% 

8 

(11

%) 

15 

(20

%) 

25 

(33

%) 

17 

(23

%) 

10 

(13

%) 

0.0 21 

(28%

) 

29  

(39%) 

25  

(33%) 

 

Respondents’ Bio data 

A total of seventy five (75), 50 (67%) males and 25 (33%) females participated 

in the study  Of these 8(11%) were in the age group of below 25 years old while 

15 (20.0%) and 25 (33.0%) were in the age groups of 25 to 35 years, 36 to 45 

years and 17 (23.0%) &10(13.0%) in the 46 to 55 & 56to 65 years old groups 

with non in the age groups 65 years. Furthermore, By way of educational level, 

21 (28.0%) of the respondents had National Certificate of Education (NCE) or 

National Diploma (ND) while 29 (39.0%) had Higher National Diploma (HND) 

or bachelor’s degree while 25 (33.0%) had postgraduate degree. 

 

Table 2 How effective is Human capital development on employee productivity 

S/N Variables SA A UN D SD Total Mean  Remark  

1. Very 

effective. 

3 

* 

5 

15 

2 

* 

4 

8 

20 

* 

3 

60 

5 

* 

2 

10 

45 

* 

1 

45 

75 

 

 

138 

75 

 

 

 

1.8 

 

 

 

Disagree 

2.  Effective 30  

 5 

          

40 

4 

- 

- 

5 

2 

- 320 

 75 

 

4.3 

 

Strongly 

Agreed 

3. Not effective - - - - 75 75 1.0 Disagree  

 

The table above shows the analysis on the effectiveness of Human capital 

development on employee productivity.  The analysis indicates that human 

resource management in enterprise is effective on their staff productivity with 

the mean score of 4.3 indicating that respondent strongly agreed that human 
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capital on employee development is effective. Similarly variable 1 and 3 with 

the mean score of 1.8 & 1.0 shows their disagreement on human capital 

development very effective and not effective. This encourage that the 

management of the organization has not given more emphasis to human capital 

development as the core point to productivity 

 

Table 3 how does human capitals promote industrial harmony in the 

organization? 

S/n Variables SA A UN D SD Total Mean  Remark  

4 Human capital 

management 

department 

negotiate with 

union staff 

welfare and 

remuneration. 

30 

* 

5 

150 

22 

* 

4 

100 

18 

* 

3 

60 

5 

* 

2 

10 

 

 

 

0 

75 

 

 

302 

75 

 

 

 

4.3 

 

 

 

Strongly 

Agreed  

5 Help in 

motivating 

employees to put 

in their best. 

 

275 

 

40 

 

- 

 

20 

 

- 

 

335 

  75 

 

4.5 

 

Strongly 

Agreed 

6 Engage in 

collective 

bargains with 

union. 

 

125 

 

80 

 

75 

 

- 

 

5 

 

285 

 75 

 

3.8 

 

Agreed  

7 Instill discipline 

on staff. 

375 - - - - 375 

 75 

5.0 Strongly 

Agreed 

 

The examination indicates that variable 4 & 6 had mean scores of 4.0, and 3.8 

points respectively. This implies that the respondents agreed that human 

resource management department negotiate with union on staff welfare as well 

as remuneration and also help in motivating employees to put in their best. 

Similarly variable 5 and 7 had mean scores of 4.5 and 5.0. This implies that the 

respondents strongly agreed that human resource management engage in 

collective bargain with union and also instill discipline on staff. This means that 

the survey recorded respondents have the higher numbers that strongly agreed 
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that human capital has help to motivate and bring about discipline among 

employees. 

 

Table 4 what is the Scene of Human Capital Management in Enhancing High 

Productivity in the organization? 

S/N Variables SA A UD D SD Total Mean Remark 

8 Human 

capital 

Management  

helps to bring 

several talents 

into single 

canopy  

45 

* 

5 

225 

30 

* 

4 

120 

 

- - -  

 

 

345 

75 

 

 

 

4.6 

 

 

Strongly 

Agreed 

 

9 Human 

capital 

development  

is very good 

strategic for 

integration, 

higher 

commitment 

and flexibility 

of work 

375 - - - - 375 

75 

 

5.0 

Strongly 

Agreed 

10 Human 

capital 

development 

improves the 

productivity 

of employees 

performance 

375 - - - - 375 

75 

5.0 Strongly 

Agreed 

11  Human 

capital 

development 

help in 

aligning 

175 40 30 40 - 285 

75 

3.8 Agreed 
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business 

policies to 

corporate 

strategy 

12 Human 

capital 

development 

stand-in the 

Management 

of employees 

in order to 

gain 

competitive 

benefit  

50 80 135 - - 265 

75 

3.5 Agreed 

13 Building 

greater 

employee 

commitment 

to an 

organization 

is best 

achieved 

through 

Human 

capital 

development 

375 - - - - 375 

75 

5.0 Strongly 

Agreed 

14 Human 

capital 

development 

is  a good 

reward 

strategies to 

support work 

performance 

which  

150 80 75 - - 305 

75 

4.0 Agreed 
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facilitate more 

productivity 

15 Encouraging 

team work 

and 

cooperation is 

an essential 

means of 

effective 

human capital 

development 

375 - - - - 375 

75 

5.0 Strongly 

Agreed 

16 Effective 

human capital 

development 

enable 

workers to 

perform their 

job better 

375 - - - - 375 

75 

5.0 Strongly 

Agreed 

17 Human 

capital 

development 

leads to 

workers high 

productivity 

and enhances 

efficient 

performance 

325 40 - - - 365 4.9 Strongly 

Agreed 

18 Human 

Capital 

development  

have 

significantly 

impact on 

employees 

performance 

150 80 75 - - 305 

75 

4.0 Agreed 
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19 Effective 

Human 

capital 

development 

have  impact 

on the 

company’s 

goals and 

objectives 

225 80 30 - - 335 

75 

4.5 Strongly 

Agreed 

 

The analysis indicates that Human capital development helps to bring various 

talents into single umbrella objective as well as a very good tool for strategic 

integration, higher commitment and flexibility of work. Human capital 

development enhances the productivity of employee’s performance. Human 

Resource capital development help in aligning business policies to corporate 

strategy, foster the Management of employees in order to gain competitive 

advantage, as well as foster the Management of employees in order to gain 

competitive advantage.  

The analysis further indicates that Human capital aid in Building greater 

employee commitment to an organization as well as a good reward strategies to 

support work performance which facilitate more productivity. The analysis also 

show that  human capital development is an essential means of effective  team 

work and cooperation, human capital development enable workers to perform 

their job better as well as  leads to workers high productivity and enhances 

efficient performance. Human capital development has a significant impact on 

employee’s performance and Effective Human capital developments have 

impact on the company’s goals. 

 

Findings  

From the analysis it shows that human capital development helps to bring 

various talents into single canopy as well as a very good tool for strategic 

amalgamation, higher obligation and flexibility of work. Human resource 

enhances the productivity of employee’s performance and also human capital 

developments relief in aligning business policies to corporate strategy, as well 

as substitute the Management of employees in order to gain competitive 

advantage. The analysis further indicates that Human capital development 
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assistance in Building greater employee commitment to an organization as well 

as a good reward policies to support work performance which facilitate more 

productivity in the organization. The investigation also parade that  human 

capital development is an vigorous means of effective  team work and 

collaboration which enable workers to perform their job better as well as  leads 

the workers high productivity and enhances efficient performance.  Human 

capital development has a significant impact on employee’s performance and 

Effective Human capital development has impact on the company’s goals. 

 

Conclusion 

The conceptualization of human capitals is closely linked to some fundamentals 

of economics and firm performance. The literature review displays that there 

are practically strong evidences to show that the distillation of ‘human capital 

enhancement’ in organizations promotes innovativeness and greater 

organizational performance. The Studies also evidently substantiate the fact that 

financial performance is positively impacted through the consideration of 

human capitals. In light of this, the understanding in relation to human capitals 

should not be regarded as a phenomenon that only adds ‘more zeros’ in a firm’s 

profits; it is rather changing the entire workforce as the most ‘valuable assets’ 

in order for the organization to pave ways for greater achievements via 

innovativeness and creativity. Henceforth, companies should therefore, come 

up with effective plans especially in investing the various aspects of human 

capital as not only does it direct firms to attain greater performance but also it 

ensures firms to remain competitive for their long term survival. Therefore, it 

recommend that the management of enterprise should make sure staffs of their 

organization are regularly given the opportunity for further training which will 

help the workers to be productive in their various responsibilities and also the 

management should place more emphasis on human capital development in 

order to encourage a cordial relationship which will serve as a good strategic 

for it developed, commitment and flexibility of work. So also, the management 

should regularly give marginal benefits such as medication, transportation, and 

housing and leave allowance which will be good strategy that will help the 

worker to perform better for higher productivity. The management should also 

make sure that, the policies of the business and it corporate strategies should be 

well communicated to its employee to get sympathetic of it in order to have a 
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business goal and achievement for the organization, by given or stating polices 

and strategies that are not too rigid.  
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