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Abstract: The concepts and practice of  Human Capital Development have become prominent in modern
management literature especially in this new millennium for one obvious reason: that is because Human Capital
Development is one of  the most important issues in the developing countries like Pakistan. Human Capital
Development plays an important role in overall progress and productivity of  an individual, organization and
for the country. However, The practice of  Human capital development in Pakistan is characterized by the
absence of  corporate cultures, weak enforcement of  rules and regulations, poor financial management,
operational inefficiencies, overstaffing, unskilled employees, growing employee dissatisfaction, increasing quality
complaints, government interference, and lack of  work motivation results in low productivity. This phenomenon
has, in turn, become a matter of  concern to academics and professionals alike on the field. Consequently, the
main objective of  this paper is to present an overview of  Human Capital Development with particular emphasis
on its concepts and practice. A review of  the relevant literature was conducted on Human Capital Development
and its dimensions (Management supervision and guidance; competency and moral value) for adopted. Hence,
this study provides a review of  previous studies on the Human Capital Development light to expose on the
potential benefits of  the concept and its dimensions, HCD emphasized more on the competency development
of  human capital,i.e., knowledge and skills. Therefore greater attention has to be focused on developing not
just the competency of  human capital but also on their moral/ethical values. The Human Capital Development
should be based on a holistic development change and comprehensive toward surviving in the economic
downturn of  the country.
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1. INTRODUCTION

Over the years, staff  and employees in businesses have been recognized as “personnel,” “human resources”
and further as “human capital” which has been identified as the competitive advantage in today’s knowledge
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economy (Thaib, 2013). With those insights, human capital development or simply HCD has become the
topic of  discussion in today’s corporate and national world. With the current dynamic business environments,
“knowledge, competence, and related intangibles have emerged as the key drivers of  competitive advantage”
(Teece, 2000, p. 30). Accordingly, as the service organizations are mostly reliant on those intangibles for
delivering value to the customers (Gronroos, 2000), hence it is crucial to develop both knowledge and
attitude, which served as the value for human capital. In respect to this matter, a special research attention
must be done towards the development and management of  human capital in the developing country. It
has been known that the common contemporary HCD emphasized more on the competency development
of  human capital,i.e., knowledge, skills. However, the moral and ethical dilemmas are also being the main
concerns in developing human capital in the corporate world. Thus, contemporary HCD may provide
loopholes in equipping the human capital in the developing countries. Hence, the issue of  human capital
development has now become the topic of  attention for the scholars on developing not just the competency
of  human capital but also on their moral/ethical values (Abdullah, 2012; Hashi & Bashir, 2009). Natt et al.
(2010) pointed that the development of  knowledge and moral value such as through training is vital to
generate well-balanced knowledge workers in the Islamic financial sector. The adoption of  strategic HCD
has been widespread in recent years whereby a strategy is pursued by the organization to enhance the
productivity and efficiency of  human capital to deliver greater value for the organization. One important
means to support this strategic HCD is through good management and effective leadership at all level of
the organization to support the organizational change (Wan, 2007). Hence, instead of  using the most
common HCD practices of  education and training, the management supervision and guidance provided
by the leader through coaching and mentoring are also seen to be essential (Preko, 2014).

Therefore to facilitate the objectives of  Pakistan Government in economic diversification using
competencies in Pakistan human and material resources available in the Asian Region, the issue ofcompetency,
moral attitude, research, and innovations must be pursued towards the development of  human capital in
the economic sector. It has been known that the contemporary HCD emphasized more on the competency
development of  human capital, i.e., knowledge and skills. Scholars viewed that greater attention has to be
focused on developing not just the competency of  human capital but also on their moral/ethical values
(Abdullah, 2012; Hashi & Bashir, 2009). The Human Capital Development should be based on a holistic
development change and comprehensive toward surviving in the economic downturn (Bakir et al., 2015,
Fizah, 2017).

2. REVIEW OF RELATED LITERATURE

2.1. Concept of Human Capital

The term ‘human capital’ is being employed by economists, as the employees - one of  three factors of
economic production. This view was driven by Bartel (1989) who claimed that “people” which can be a
leader, director, member or an employee are more essential than other physical assets in maintaining the
organization’s existence and also towards acquiring competitive advantage in the modern knowledge
economy. Garavan et al. (2001) quoted that “flexibility, adaptability, and employability are the three specific
attributes or characteristics that distinguish the human capital from human resources.” According to social
psychologists, “human capital” encompasses a wider scope of  human capacity and theability of  production
and management of  life such as the human nature, working skills, learning attitudes and also knowledge
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embodied in individual (Hashi & Bashir, 2009). With these insights, many researchers today have concentrated
a paradigm shift from human resources to human capital as a means of  sustaining competitive advantage
in the firms (Bontis & Fitz-enz, 2002; McGregor et al., 2004, Birasnav et al., 2010), towards ensuring that
the employees can perform all the tasks or functions that they do and may be required to do today and also
in the future - when they are promoted or as the organisation takes up new strategy through diversification,
expansion, and modernization (Afrin et al., 2015).

Moreover, human capital can be enhanced through the development of  the value of  human resources
(Bartel, 1989). Employees will gained a great human capital benefits such as “high individual return on
investment (ROI), being a future leader, opportunity to participate in high profile project, increase in
compensation, an increase in status and authority” (Ulrich et al., 1999; Harley, 1999; Bontis & Fitz-enz,
2002; Motley, 2007).

Also, investing in competency’s development has been claimed to improve employees’ performance,
competitiveness and flexibility (Hashi &Bashir, 2009) as well as supporting businesses with profitability
and sustainability (Jones et al., 2004; Abdullah, 2012). Acemoglu and Pischke, (1999) also claimed that
through proper development in the human capital this also lead to the enhancement of  organizational
financial performance and productivity. Rastogi (2000) stated that human capital is an important input for
organizations thus it is essential for employees to have a continuous improvement mainly on their knowledge,
skills, and abilities. Thus, it is inevitable that the development of  human capital could provide great benefits
to both employees individually as well as to the firm performance and competitiveness. Previous Scholars
emphasised that instead of  developing the knowledge and skills; the behavioural development of  human
capital should also be prioritized (Becker, 2009; Hashi & Bashir, 2009; Natt et al., 2009; Abdullah, 2012;
Thaib, 2013; Afrin et al., 2015; Bakir et al., 2015).The behavioral elements may include moral, ethical and
spiritual development. Fitz-Enz (2000) also added that human capital should be based on the development
of  person’s traits, intelligence, fulfilling work energy, positive attitude, reliability and commitment, ability to
learn, imagination, and creativity. Social psychology scholars like Sharon et al. (1981) also agreed with Fitz-
Enz’s, such that it looks towards the development of  human capital in a wider scope than focusing only on
the economic production of  the human capital’s competencies. Puhakainen and Siponen (2010) also
supported that employees can develop their value capital through their competence, attitude and intellectual
agility. Thaib (2013) thus proclaimed that those characteristics possessed by the human capital would make
them more productive and also contribute to the increase in the production, prosperity, and well-being of
the society, which is the objective of  the creation of  man (Abduhu, 1984).

2.2. Human Capital Development

Human capital development has now become a notable, global issue in today’s knowledge economy as the
organizational success significantly rests on the quality of  the human capital (Abdullah, 2012). Wan (2007)
stated that HCD represents a “process of  helping the employees to become better at their tasks, their
knowledge, their experiences, and their lives.” Armstrong (2006) considers HCD to be “processes that
direct and guides individuals and teams so that they are equipped with the requisite skills knowledge,
competence needed to undertake organizational tasks”. On the other hand, in the organization context,
Gupta (2001), recognized that HCD act as a process by which the employees of  an organization are
supported in a continuous and planned way to:
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• Acquire essential capabilities which associated with their present or expected future roles;

• Discover and develop general capabilities or inner potential of  individuals for their own and
organizational development purposes;

• Improve the professional well-being, satisfaction, and self-esteem of  employees by nurturing
anorganizational culture that centered on supervisor-subordinate relationships, strong teamwork,
and collaboration among sub-units.

Garavan (1999) highlighted three distinct theoretical perspectives on HCD have been identified which
includes capabilities driven, psychological contract and collective learning/learning organization. As
development refers to the growth of  realization of  a person’s ability, through conscious or unconscious
learning, most scholars emphasized that HCD practices are through providing training and development
activities and pursue development processes which aim at developing the capacity of  the employee as well
as organizational effectiveness (Preko, 2014).

Strategic HCD as defined by Beer and Spector: “Is a proactive, system-wide intervention, linked to
strategic planning and cultural change.” The organization has to focus on pursuing a strategy to radically
improving the human capital’s productivity to drive higher value (McCracken & Wallace, 2000). Bakir et al.
(2015) also support the argument that: the practice of  human capital development should be based on
holistic development change, comprehensive in nature, the balance of  conduct, positive goals and realistic
approaches (Bakir et al., 2015). HCD practices can have a positive influence on the capacity to learn (Lei et
al., 1999). The reason for this is because it is the individuals who acquire a new knowledge and being a
valuable human capital specific to the organization. This further inducing towards the organizational teaching
(Kang et al., 2007). However, Boxall (1996) highlighted that “human capital might lose its value if  it is ill-
managed. With this understanding, Lopez-Cabrales et al. (2009) encouraged that certain actions like team
work and participative policies shall be pursued to enhance organizational learning.

2.2.1. Human Capital Development Practice of  Management Supervision & Guidance

Management and Supervision Guidance by the leader is another strategic HCD practice which takes
the form of  coaching, mentoring and Career guidance and counseling (Preko, 2014). As far as
management’s supervision and guidance are concerned. Wan (2007) claimed that the Human Capital
departments of  organization required to establish a strong role in aligning individual goals with the
business strategies.

Coaching: Haslinda (2009) defined coaching as “the art of  facilitating the enhanced performance,
learning and development of  others.’ It takes the form of  a personal (usually one-to-one) on-the-job
approach to helping people develop their skills and levels of  competence”. According to Hirsh and Carter
(2002), “coaching is aimed at the rapid improvement of  bskills, behavior, and performance, usually for the
present job.” Armstrong (2006) posited that “the need for coaching may arise from formal or informal
performance reviews, but opportunities for coaching emerge during normal day-to-day activities.” Coaching
becomes most effective when the coach (leader) understands that his or her role is to assist people to learn
and be motivated to learn.

As a part of  the managerial process, coaching process involves evaluating a person’s performance
through gaining feedback, making sure that the individual is aware and understands what is expected of
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them and have insight into how to complete a task successfully (Armstrong, 2006; Haslinda, 2009). This
puts a structured and purposeful dialogue at the heart of  coaching to provide clear objectives and gain
employees’ continuous feedback. Afterwards, leaders will give initial guidance guiding as to what to
learn, to find solutions to difficult problems as well as to promote learning. However, guidance shall not
be given later as it may be considered as an interference (Armstrong, 2006). Wan (2007) also highlighted
the importance of  having leader or manager to whom the people could go for help when there are
work-related problems. Furthermore, since learning is not a passive but active process leader should be
more proactive in building on their capabilities, experience, and engagement with the employees (Preko,
2014).

Agho et al. (1993) also highlighted that supervisor who is actively assisting in solving their job-related
problems could serve as the elements of  employee’s satisfaction especially for new, young recruits who
have lack of  experience. If  left unsupervised, this younger employee may face difficulties to get on with the
job and thus are more likely to decide on leaving the organization for another job that offers better prospects.
This would be a loss for the organization as potential young workers may provide substantial impacts to the
company in the long run. Also, leaders who show their concern would probably have a more cooperative
and motivated workforce – attributes that may make a difference to the bottom line. In short, leaders need
to coach and provide assistance to their subordinates to enhance the human capital as well as the organization
(Wan, 2007).

Mentoring: Mentoring is the process of  making use of  unique and trained personnel to guide, advice
and give continuing support to assist individuals who are made to learn and develop their expertise.
Clutterbuck (2002) defines mentoring as a help form superior to the employee through the sharing of
knowledge, work or ideas. Hirsh and Carter (2002) perceived mentors as individuals who prepare others
for optimum future performance and groom them to advance in their career. Whereas for Harris (2008),
mentors act as advisors in the creation of  self-development and learning programmes, who guide others in
the acquisition of  knowledge and skills on a new job; giving administrative and technical advice as well as
solutions to initial problems in career advancement; projecting corporate culture and shaping values and
behaviour in the organisation. Although there are no standard procedures for mentoring, it is necessary to
select, brief  and train mentors who adopt supportive roles rather than directive one in the process of
helping and dealing with others. Mentors may also act as parental figures who lend sympathetic ears to the
concerns and aspirations of  individuals and assist others to tackle projects or tasks in the right direction.
Likewise, mentoring should be taken as it has an important role in helping employees progress in their
career and encourage their professional development, such that, it is the mentor who can help mentees
develop realistic career goals and strengthen motivation. (Preko, 2014).

Career guidance and counseling: Career guidance and counseling that is genuinely in the best
interests of  employees will likely to increase commitment. As part of  the communication process, mentor
and mentee could also share success stories. With the current advances in technology, e-mentor could be
pursued through thedevelopment of  web-based resource thus more employees could be guided
simultaneously. Additionally, the implementation of  Quality Control Circles or simply QCC could also be
introduced (Wan, 2007). Nevertheless, Preko (2014) states that coaching and mentoring are different regarding
its aim whereby coaching aims to assist people to learn while mentoring look into increasing a person’s
competence.



International Journal of Economic Research 280

Rubina Jabeen and Kabiru Jinjiri Ringim

2.2.2. Human Capital Development Practice of  Perceived Delivery of  Competency

Competence is reflected as an implicit knowledge and skills which embodied in the individuals which are
the employees which driven towards the development of  intellectual capital (Birasnav et al., 2010). This
stock of  capital can assist an organization to identify and gain added-value from the employees in the
process of  turning their knowledge and experience into product and services for the organization
(Puhakainen & Siponen, 2010; Masoud, 2013). However, if  intellectual employees are not utilized by the
organization, the knowledge and skill in their mind may not be activated or may not be turned into market
value. Hence, it could be said that competence includes individual’s knowledge and skills - intangible resources
which create company value (Puhakainen & Siponen, 2010).

Masoud (2013) argued that human capital served as the competency of  human capital in performing
jobs/tasks, solving organizational problems, reconstructing strategies and also as a source of  innovation
in an organization. The knowledge and skills which later lead to competency may provide the individual
with creativity, experiences, professional and occupational skills of  the individuals which served as an
added value to the employees in the process of  turning their knowledge and experience to the creation
and optimization of  products and service for the organization (Masoud, 2013). Moreover, with the
collection of  professional knowledge, leadership ability, risk-taking and problem-solving abilities, this
will enhance the productivity and competency of  an individual to be a good leader (Hashi &Bashir,
2009).

Thaib (2015) stated that with the knowledge and specific skills of  human capital, this could provide
economic returns and maximization of  profits for company or country. Hence, developing the competencies
of  human capital should be a primary activity to be focused by any organization to take enormous efforts
to overcome their competitors on product quality, customer service, and new product development (Birasnav
et al., 2010). Baron and Armstrong (2007) claimed that human capital is an important element of  the
intangible assets of  an organization towards developing another intangible asset such as the ability to
innovate and establish copyright, support good customer relations, establish company’s brand or image
and also to respond to the ever-changing market place. The significance of  human capital stocks of  KSAs
has been known to provide an ability of  know-how, imagination and creativity for employees. Those are
the ‘hard’ intangible assets which are critical to the business success.

2.2.3. Human Capital Development Practice of  Moral Development

On the other hand, previous scholars like Becker (2009); stated that moral value is a component of  human
capital which cannot be isolated from people like their physical assets. Morality refers to the ability to
differentiate between right and wrong conduct at the individual level (Wart, 2003), whereas, ethics are
principles and values that guide right and wrong behavior (Menzel, 2007). Hence, Kanungo and Mendonca
(1996, p.33) view that morality and ethics are two interchangeable terms “what is ethical is moral, and what
is moral is ethical.”

Apparently, whether it is a Muslim or non-Muslim, to be professional is equally important as having
good moral and ethical standard to function as a well-balanced knowledge worker in any organization
(Natt et al., 2009). Hashi and Hareed (2009) thus argued that acquiring knowledge and skills is not enough
without moral values, thus moral education is vital.
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Abdullah (2012) stated that the moral quality of  trust is vital towards guiding the human capital to be
sincere in fulfilling all kinds of  commitments, duties, and responsibilities and to preserve other person’s
right. Besides that, with the value of  being in fairness and do righteousness in all times and situations,
individuals will tend to impose restrictions or warning to prohibit others from being unfair or injustice.
Hence, the development of  human capital notably includes moral and ethical development. With the
teaching of  morality, Islam subsequently obligates every individual to practice moral behavior in every
aspect of  their lives.

This is crucial such that, the lacking of  moral and ethical behavior originates dishonesty, injustice,
corruption, crime, chaos, and clash among the people who are the barriers towards achieving growth in
business as well as economic in a country (Abdullah, 2012). With moral value, Ibn Khaldun (1979) stated
that this would guide people to be free from corruption and doing destruction to the society. Scholars also
view that the importance of  moral should be emphasized to develop the best quality people with morality
and intellectuality (Hashi & Bashir, 2009; Natt et al., 2009; Abdullah, 2012; Thaib, 2013; Afrin et al., 2015).

Despite that, Bakir et al. (2015) also emphasized on developing and maintaining the moral and ethical
practices of  the employees towards achieving the organizational performance. This is because, the significance
of  the behavioral elements of  human capital will crucial towards improving the quality of  customer service,
business relationship and developing employees to be the future quality and moral leader. Those are the
‘soft’ intangible assets which are crucial for the sustainable growth of  today’s businesses, society, and
nation as a whole. With those insights, both the ‘hard’ and ‘soft’ intangibles assets have emerged as the key
values of  competitive advantage for the human capital. This could be said that the development of  both
competency and moral of  human capital appears to be necessary.

Thus, for this study, the term ‘human capital’ will be defined as per Bartel (1989) ‘employees.’ This
employee is someone who has the stocks of  human capital or assets of  both competency and behavioral
elements. This later develops into a more productive stock of  capital that can be the ‘hard’ and ‘soft’ assets
of  an organization respectively. Service organizations are particularly dependent on such intangibles for
the creation and delivery of  value to the consumers (Gronroos, 2000).With the recognized benefits of
those intangibles or values of  the human capital for today’s organizations, hence development of  human
capital are certainly be crucial (Wayne et al., 1999).

2. CONCLUSION

In summary, though, many agree that it is necessary to develop knowledge and skills of  human capital for
achieving economic development in the twenty-first century, there is no doubt that the development of
ethics or moral values is of  vital importance in today’s business. Thus, for this study, the term ‘human
capital’ will be defined as per Bartel (1989) ‘employees.’ This employee is someone who has the stocks of
human assets or capital which later develop into a more productive stock of  capital that can be the ‘hard’
and ‘soft’ assets of  an organization. As per the literature, the development of  both competency and moral
of  human capital appears to be necessary for which this may relate to the management supervision and
guidance of  leader and guided by his/her leadership styles.This seems to be true such that, to some extent,
the direct manager or supervisor is very supportive of  the team, however conversely the head of  the
department may not be keen on changes and lacking in supporting the team. Thus, this supports the
important role of  Human Capital departments of  companies as mentioned by Wan (2007) which act as the
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main agent of  guidance towards aligning the individual goals with the business goals and strategies. The
managerial commitments are vital on realizing the value of  learning in the organisation and also in supporting
at the very best towards creating the learning-enabling atmosphere (Mcgill et al., 1992). Finally, it is worth
mentioning that about development of  human capital performance, this should be regarded beyond profit-
making goals; rather it should also be seen as a tool for transforming the whole workforce of  the organization
and helping it attain greater heights of  achievements through innovation and creativity (Preko, 2014).

The role of  employees’ immediate supervisors is crucial in transforming the employees especially the
front line into a valuable human capital. Recommendations are also provided for the firm to support this
concept by providing training, leadership development and better exposure or experience in nurturing the
servant leadership behavior. Furthermore, the HC departments and managerial commitments are also vital
to ensure an effective alignment of  both servant leadership and HCD practice in the organization.

REFERENCES

Abbasi, M. S. (2011). Culture, Demography and Individuals’ Technology Acceptance Behaviour: A PLS Based Structural
Evaluation of  an Extended Model of  Technology Acceptance in South—Asian Country Context. Brunel Business
School, Brunel University.

Abduhu, J. M. (1984). Dawru al-Manhaj al-Islami fi Tanmiyyati al-Mawarid al-Bashariyyah. Mu’ssasah al-Risalah, Amman.

Abdullah, F. (2012). The role of  Islam in human capital development: a juristic analysis. Humanomics, 28(1), 64 – 75.

AbuBakar, M., Sabo, B. Ringim, K. J. & Dogarawa, A, B. (2016). Effects of  perceived customers’ experience of  Islamic
banking products on Islamic bank patronage in Nigeria. Ahmadu Bello University, Zaria-Nigeria.

Afrin A. B., Rahman, M. A., Sumi, K. F. & Hossain, Z. (2015). Islamic Instruments for Sustainable Human Capital
Development. Australasian Journal of  Islamic Finance and Business. 1(1), 1 - 12.

Ahanger, R. G. (2009). Building managers as transformational leaders in public sector banks, International Review of  Business
Research Papers, 5(5), September 2009, 355-364

Ali I. C., Akhtar, S. A., & Zaheer, A. (2012). Impact of  Transformational and Servant Leadership on Organizational
Performance: A Comparative Analysis. J Bus Ethics. 1-8.

AMBD. (2017). Islamic financial services units. Authority Monetari Brunei Darussalam. www.ambd.gov.bn/islamic-financial-
services-/overview

Andre & Lantu, D. C. (2014). Servant Leadership and Human capital development: Case Study in Citibank Indonesia.
Procedia Social and Behavioural Sciences. 169, 303 - 311.

Armstrong, M. (2006). A handbook of  human resource management practice, 8 ed. Kogan Page Limited.

Avolio, B. J., Waldman, D. A. & Yammarino, F. J. (1999). Leading in the 1990’s: The four I’s of  transformational leadership.
Journal of  European Industrial Training, 15(4), 9-16.

Avolio, B. J., Bass, B. M. & Jung, D. I. (1999). Re-examining the components of  transformational and transactional
leadership using the multifactor leadership questionnaire.Journal of  Occupational and Organizational Psychology, 72(4),
441-462.

Avolio, B. J., & Yammarino, F. J. (2002). Transformational and charismatic leadership: The road ahead. Amsterdam; New
York: JAI, an imprint of  Elsevier Science.

Avolio, B. J., Zhu, W., Koh, W., & Bhatia, P. (2004). Transformational leadership and organizational commitment: Mediating
role of  psychological empowerment and moderating role of  structural distance. Journal of  Organizational Behavior, 25,
951–968.

Antonakis, J., Cianciolo, A. T., & Sternberg, R. J. (2004). The nature of  leadership. Thousand Oaks, CA: Sage Publications.



283 International Journal of Economic Research

Concept and Practices of Human Capital Development in Pakistan: A Conceptual Approach

Antonakis, J., & House, R. J. (2002). The full-range leadership theory: The way forward (2). Amsterdam: JAI - Elsevier
Science.

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of  structural equation models. Journal of  the Academy of  Marketing Science,
16(1), 74–94.

Bakir, M., Sofian, M. Hussin, F., and Othman, K. (2015). Human Capital Development from Islamic Knowledge
Management Perspective. Revelation and Science, 5(1), 18 -26.

Berson, Y., Shamair, B., Avolio, B. J., & Popper, M. (2001). The relationship between vision strength, leadership style &
context. The Leadership Quarterly, 12, 53–73.

Barling, J., Weber, T., & Kelloway, E. K. (1996). Effects of  transformational leadership training on attitudinal & financial
outcomes: A field experiment. Journal of  Applied Psychology, 81(6), 827–832.

Baron, A. & Armstrong, M, (2007). Human Capital Management. Kogan Page Limited, United States.

Bartel, A. (1989). Formal Employee Training Programmes and their Impact on Labour Productivity: Evidence from a Human Resources
Survey. Working Paper No. 3026. Cambridge, Mass: National Bureau of  Economic Research.

Bass, B. M. (1985). Leadership and performance beyond expectations. New York: The Free Press.

Bass, B. M. (1990a). Bass & Stogdill’s Handbook of  Leadership: Theory, Research, and Managerial Applications, Free Press, New
York, NY.

Bass, B. M. (1990b). From transactional to transformational leadership: learning to share the vision, Organizational Dynamics,
18 (3), 19-31.

Bass, B. M. (1999a). Current developments in transformational leadership: Research and application. The Psychologist-
Manager Journal, 3(1), 5-21.

Bass, B. M. (1999b). Two decades of  research and development in transformational leadership. European Journal of  Work
and Organizational Psychology, 8(1), 9-32.

Bass, B. M. (2000). The future of  leadership in the learning organization. Journal of  Leadership Studies, 7(3), 18-38.

Bass, B. M. & B. J. Avolio (1990). Manual for the Multifactor Leadership Questionnaire. Palo Alto, CA: Consulting Psychologist
Press.

Bass, B. M., & Avolio, B. J. (1993). Transformational leadership and organizational culture. Public Administration Quarterly,
17(1), 112-121.

Bass, B. M., Avolio, B.J., Jung, D. I. & Berson, Y. (2003). Predicting unit performance by assessing transformational and
transactional leadership.Journal of  Applied Psychology, 88(2), 207-218.

Bass, B. M., & Steidlmeier, P. (1999). Ethics, character, and authentic transformational leadership behavior. The Leadership
Quarterly, 10(2), 181-227.

Berson, Y., Shamair, B., Avolio, B. J., & Popper, M. (2001). The relationship between vision strength, leadership style &
context. The Leadership Quarterly, 12, 53–73.

Becker, G.S. (2009). Human capital. The Concise Encyclopaedia of  Economics, available at: www.econlib.org/library/Enc/
HumanCapital.html (accessed 7 August 2010).

Birasnav, M., Rangnekar, S., & Dalpati, A. (2010). Transformational leadership and human capital benefits: the role of
knowledge management. Leadership & Organization Development Journal, 22 (2), 106 - 126.

Bontis, N. and Fitz-enz, J. (2002). Intellectual capital ROI: a causal map of  human capital antecedents and consequents.
Journal of  Intellectual Capital, 3 (3), 223 - 247.

Bolden, R. and Gosling, J. (2006). Leadership competencies: time to change the tune? Leadership, 2(2), 147-63.

Bowen, D. & B. Schneider (1988). Services marketing and management: Implications for organizational behavior. Research
in Organizational Behaviour, 10, 43-80.

Boxall, P. (1996). The strategic HRM debate and the resource based view of  the firm. Human Resource Management Journal,
6 (3), 59-75.



International Journal of Economic Research 284

Rubina Jabeen and Kabiru Jinjiri Ringim

Boxall, P., & Macky, K. (2007). High-performance work systems and organizational performance: Bridging theory and
practice. Asia Pacific Journal of  Human Resources, 45(3), 261-270.

Brown, M. E., & Trevino, L. K. (2006). Ethical leadership: A review and future directions. Leadership Quarterly, 17, 595–616.

Bryant, S. E. (2003). The role of  transformational and transactional leadership in creating, sharing and exploiting
organizational knowledge. Leadership & Organizational Studies, 9(4), 32-44.

Bryman, A & Bell, E. (2003). Business Research Methods. New York: Oxford University Press.

Bryman, A. (2008). Social Research Methods. 3 bed. Oxford: Oxford University Press.

Burns, J. M. (1978). Leadership. New York: Harper & Row.

Carlzon, J. (1986). Moments of  Truth. Ballinger Publishing Company, Cambridge, MA.

Chin, W.W. (1998). Issues and opinion on structural equation modeling. MIS Quarterly, 22(1), vii-xvi.

Chin, W. W. (1998). The partial least squares approach to structural equation modeling. In G. A. Marcoulides (Ed.), Modern
methods for business research (295–336). Mahwah, New Jersey: Lawrence Erlbaum Associates.

Chemers. M. M. (1984). The social, organizational, and cultural context of  effective leadership. In B. Kellerman (ed.),
Leadership: multidisciplinary perspectives. Englewood Cliffs: Prentice Hall.

Contee-Borders, A. K. (2003). A case study is defining servant leadership in the workplace. Dissertation Abstracts
International, UMI No. 3069348.

Derr, C.L. (2012), Ethics and leadership. Journal of  Leadership, Accountability and Ethics, 9(6), 66.

Dvir, T., Eden, E., Avolio, B. J., & Shamir, B. (2002). Impact of  transformational leadership on follower development and
performance: A field experiment. Academy of  Management Journal, 45(4), 735–744.

DeRue, D. S., Nahrgang, J. D., Wellman, N., & Humprey, S. E. (2011). Trait and behavioral theories of  leadership: An
integration and meta-analytic test of  their relative validity. Personnel Psychology, 64, 7-52.

Ehrhart, M. G. (2004). Leadership and procedural justice climate as antecedents of  unit-level organizational citizenship
behavior. Personnel Psychology, 57, 61–94.

Fizah, (2017). Developing human capital based on MIB values crucial. Borneo Bulletin, 21 March 2017.

Fornell, C. & Larcker, D.F. (1981). Evaluating structural equation models with unobservable variables and measurement
error. Journal of  Marketing Research, 18 (1), 39-50.

Fry, L. W. (2003). Toward a theory of  spiritual leadership. Leadership Quarterly, 14(6), 693-727.

Garavan, T.N. (1999). Employability: the emerging new deal. Journal of  European Industrial Training, Vol. 23 No. 1, pp. 1-5.

Google. (2017). Google. https://www/google.com/forms/about

Goetz, S. J. & Hu, D. (1996). Economic growth and human capital accumulation: Simultaneity and expanded convergence
tests. Economics Letter, 51, 355-362.

Graham, J. W. (1991). Servant-leadership in organizations: Inspirational and moral. Leadership Quarterly, 2(2), 105-119.

Graham, J. W. (1995). Leadership, moral development, and citizenship behavior. Business Ethics Quarterly, 5(1), 43-54.

Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of  legitimate power and greatness. New York: Paulist Press.

Greenleaf, R. K., & Spears, L. C. (2002). Servant leadership: A journey into the nature of  legitimate power and greatness,
25th-anniversary edition. Mahwah, NJ: Paulist Press.

Gronroos, C. (2000). Service Management and Marketing: A Customer Relationship Management Approach. John Wiley & Sons,
New York, NY

Groves, K. S. (2006). Integrating leadership development and succession planning best practices. Journal of  Management
Development, 26(3), 239-260.

Gupta, C. B. (2001). Human Resource Management. Sultan Chand and Sons Educational publishers, New Delhi.



285 International Journal of Economic Research

Concept and Practices of Human Capital Development in Pakistan: A Conceptual Approach

Gupta, A. K., & Govindarajan, V. (1984). Business unit strategy, managerial characteristics, and business unit effectiveness
at strategy implementation. The Academy of  Management Journal, 27(1), 25-41.

Haenlein, M. & Kaplan, A. M. (2004). A beginner’s guide to partial least squares analysis, Understanding Statistics, 3(4), 283–
297.

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis (7th ed.). Englewood Cliffs: Prentice
Hall.

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2013). A Primer on Partial Least Squares Structural Equation
Modeling (PLS-SEM). Thousand Oaks: Sage.

Hamilton, F., & Bean, C. J. (2005). The importance of  context, beliefs, and values in leadership development. Business
Ethics: A European Review, 14(4), 336-347.

Harley, B. (1999). The myth of  empowerment: work organization, hierarchy and employee autonomy in contemporary
Australian workplaces. Work, Employment & Society, 13(1), 41-66.

Hayat, H. (2016). Brunei can provide aplatform for growth in Islamic financing. Borneo Bulletin. 17 August 2016. Retrieved
from http://borneobulletin.com.bn/brunei-can-provide-platform-growth-islamic-financing/

Hashi A. A. & Bashiir, A. (2009). Human Capital Development from Islamic Perspective. Conference paper: International
Conference on Human Capital Development, UMP, Kuantan Pahang, Malaysia. May 25 – 27.

Hashi, A. A. & Hareed, B. A. (2009). The role of  human capital development in economic growth: an Islamic analysis.
International Conference on Islamic Economics and Economies of  the OIC Countries 2009, International Islamic University, Malaysia,
Malaysia, 28 - 29 April.

Harris, A. (2008). Distributed leadership in schools: Developing the leaders of  tomorrow. Routledge and Falmer Press.

Haslinda, A. (2009). Delivering and Implementing HRD: Provision of  Levels and Spending for Training in Malaysian
Manufacturing Firms. American Journal of  Scientific Research, 6, 67 – 78.

Henseler, J., Ringle, C., & Sinkovics, R. (2009). The use of  partial least squares path modeling in international marketing.
Advances in International Marketing, 20, 277–320.

Heskett, J. L., Sasser, W. E., & Hart, C. L. (1990). Service Breakthroughs. New York: The Free Press.

Hirsh, W and Carter, A. (2002) New Directions in Management Development, Institute of  Employment Studies, Paper 387.

Hooi Lai Wan. (2007). Human capital development policies: enhancing employees’ satisfaction. Journal of  European Industrial
Training, 31(4), 297 – 322.

Humphreys, J. H. (2005). Contextual implications for transformational and servant leadership: A historical investigation.
Management Decision, 43(10), 1410-1431.

Hutchinson, S. & Purcell, J. (2010). Managing ward managers for roles in HRM in the NHS: Overworked and under-
resourced. Human Resource Management Journal, 20(4), 357-374.

Ibn Khaldun, A.R. (1979), Muqaddimah Ibn Khaldun, Daru Nahdatu Mysr, Cairo.

Idris, A. (2016). Brunei can be Islamic hub. Borneo Bulletin. 3 June 2016. Retrieved from http://borneobulletin.com.bn/
brunei-can-be-islamic-finance-hub/

John, E., Barbuto., Jr. & Gottfreson, R. (2016). Human Capital, the Millenials Reign, and the need for servant leadership.
Journal of  Leadership Studies, 10(2), 59-63.

Jones, M. K.; Jones, R. J.; Latreille, P. L.; Sloane, P. J. Training, job satisfaction, and workplace performance in Britain:
Evidence from WERS 2004. // Labour. 23(s1), (2004), pp. 139-175.

Kahf, M. (2004).Success Factors of  Islamic Banks.Symposium on Islamic Banking and Finance, Brunei. Jan

Kanungo, R. N. (2001). Ethical values of  transactional and transformational leaders. Canadian Journal of  Administrative
Sciences, 18(4), 257-265.

Kanungo, R. N., & Mendonca, M. (1996). Ethical dimensions of  leadership. Thousand Oaks, CA: Sage. p. 33.



International Journal of Economic Research 286

Rubina Jabeen and Kabiru Jinjiri Ringim

Kasim, L. (2016). Brunei must tap region’s growing Islamic finance. The Brunei Times. 08 April 2016. Retrieved from http:/
/www.bt.com.bn/business-national/2016/04/08/brunei-must-tap-region’s-growing-islamic-finance

Kasim, L. (2016). Financial institutions told to upgrade human capital. The Brunei Times. 10 May 2016. Retrieved from
http://www.bt.com.bn/business-national/2016/05/10/financial-inst itutions-told-upgrade-human-
capital#sthash.LIG9d5vW.dpbs

Kayode and Ishola

Kang, S., Morris, S. & Snell, S. (2007). Relational archetypes, organizational learning and value creation: extending the
human resource architecture. Academy of  Management Review, 32 (1), 236-56.

Khan, T. N. (2015). Closing the Gaps of  Human Resource in Islamic Banks: Literature Review Analysis: A difference in
leader focus. International Journal of  Business and Social Science, 6(5), 1-14.

Krejcie, R.V. & Morgan, D.W. (1970). Determining sample size for research activities. Educational and Psychological Measurement,
30, 607-610.

Lee, S.H. (2000). “A managerial perspective of  the objectives of  HRM practices in Singapore: an exploratory study”,
Singapore Management Review, Vol. 22 No. 1, pp. 65-82.

Lei, D., Slocum, J.W. & Pitts, R.A. (1999), Designing organizations for competitive advantage: the power of  unlearning
and learning. Organizational Dynamics, 27(3), 24-38.

Lopez-Cabrales, A., Pérez-Luño, A., & Cabrera, R. V. (2009). Knowledge as a mediator between HRM practices and
innovative activity. Human Resource Management, 48(4), 485 – 503.

Lowder; T. M. (2009). The Best Leadership Model for Organizational Change Management: Transformational Verses
Servant Leadership. 3-26.

Marimuthu, M., Arokiassamy, L. & Ismail, M. (2009). Human Capital Development and its impact on firm performance:
evidence from developmental economics. The Journal of  International Social Research, Summer 2009, 2 (8).

Masoud, G. (2013). The effect of  organizational culture, teamwork and organizational development on organizational
commitment: the mediating role of  human capital, Tehnièki vjesnik 20, 6(2013), 1019-1025.

McColl-Kennedy, J. R., & Anderson, R. D. (2005). Subordinate-manager gender combination and perceived leadership-
style influence on emotions, self-esteem and organizational commitment. Journal of  Business Research, 58(2), 115–125.

McGill, M. E., Slocum, J. W. Jr & Lei, D. (1992). Management Practices in Learning Organizations. Organizational Dynamics,
21(1), 5 – 17.

McGregor, J., Tweed, D. & Pech, R. (2004). Human capital in the new economy: devil’s bargain? Journal of  Intellectual
Capital, 5(1), 153-164.

Melchar, D. E., & Bosco, S. M. (2010). Achieving High Organization Performance through Servant Leadership. The Journal
of  Business Inquiry, 9(1), 74-88.

Senge, P., Roberts, C., Ross, R. B., Smith, B. J., & Kleiner, A. (1994). The fifth discipline field book. New York: Doubleday.

Slater, S. F., & Naver, J. C. (1995). Market orientation

Motley, A. (2007). Leadership for the long haul. Business Officer Magazine, available at: www. nacubo.org/x9514.xml (accessed
April 16, 2007).

Najaf, K. & Najaf, R. (2016). Growth of  Islamic Banking in Pakistan. Arabian Journal of  Business and Management Review. 6
(231). doi: 10.4172/2223-5833.1000231

Namasivayam, K. & Denizci, B. (2006), Human capital in service organizations: identifying value drivers. Journal of  Intellectual
Capital, 7(3), 381 – 393.

Namasivayam, K. & Hinkin, T. R. (2003). The customer’s role in the service encounter: the effects of  control and fairness.
Cornell Hotel and Restaurant Administration Quarterly, 44(3), 26 - 36.

Natt, A. AlHabshi, S. O. & Zainal M-P. (2009). A proposed framework for human capital development in the Islamic
financial services industry. The Journal of  Knowledge Economy & Knowledge Management 2009, I spring.



287 International Journal of Economic Research

Concept and Practices of Human Capital Development in Pakistan: A Conceptual Approach

Nguyen, H. N. (2009). The impact of  leadership behaviours and organisational culture on knowledge management practices
in small medium enterprises. Griffith School of  Engineering, Griffith University.

Banking Industry in Jordan: Jordan Islamic Bank for Finance and Investment. European Scientific Journal, April 2016
edition, ISSN: 1857 – 7881, 12 (10).

Northouse, P. G. (2007). Leadership: Theory and practice (Fourth ed.). Thousand Oaks, CA: Sage Publications, Inc.

Northouse, P. (2009). Introduction to leadership: Concepts and practice. Thousand Oaks: Sage.

Nunnally, J.C. & Bernstein, I.H. (1994). Psychometric Theory, 3rd ed, McGraw-Hill, New York.

Obeidat, Z., M. (2016). Human Capital Investment and Training in Islamic Banking Industry in Jordan: Jordan Islamic
Bank for Finance and Investment. European Scientific Journal, April 2016 edition, ISSN: 1857 – 7881, 12 (10).

Orazi, D, Good, L., Robin, M., Wanrody, B., V. Butar, I., B., Olsen, J. & Gahan, P. (2014). Workplace leadership: A review
of  prior research. Centre for Workplace Leadership.

Oxford Business Group. (2016). “Islamic Financial Services” from The Report: Brunei Darussalam 2016. Retrieved 25 September
2016 at: https://www.oxfordbusinessgroup.com/brunei-darussalam-2016/islamic-financial-services

Parasuraman, P., Zeithaml, V. A. & Berry, L. L. (1991). Understanding customer expectations of  service. Sloan Management
Review, Spring, 39-48.

Patterson, K., Redmer, T. A. O., & Stone, G. A. (2003). Transformational leaders to servant leaders versus level 4 leaders
to level 5 leaders - The move from good to great. Paper presented at the CBFA Annual Conference, Virginia Beach, VA.
October 2003.

Petter, S., Straub, D., and Rai, A. (2007). Specifying formative constructs in information systems research, MIS Quarterly,
31 (4), 623-656.

Pickett, L. (2005). Optimising human capital: measuring what really matters. Industrial and Commercial Training, 37(6), 299 –
303.

Parolini, J. L. (2007). Investigating the distinctions between transformational and servant leadership. Doctoral dissertation thesis, Regent
University, Virginia Beach, VA.

Peter, J.P. (1981). Construct Validity: A Review of  Basic Issues and Marketing Practices. Journal of  Marketing Research, 18(2),
133-145.

Politis, J. D. (2001). The relationship of  various leadership styles and knowledge management. Leadership & Organization
Development Journal, 22(8), 354-364.

Politis, J. D. (2002). Transformational and transactional leadership enabling (disabling) knowledge acquisition of  self-
managed teams: the consequences of  performance, Leadership & Organization Development Journal, 23(4), 186-197.

Preko, A. (2014). Assessing the impact of  human capital development on effective work performance at selected departments
in the College of  Arts and Social Sciences (KNUST). Department of  ManagerialScience, School of  Business, KNUST.

Puhakainen, P.; Siponen, M. Improving employees’ compliance through information systems security training: an action
research study. // MIS Quarterly. 34, 4(2010), pp. 757-778.

Ringim K. J. (2014). Perception of  Nigerian Muslim account holders in conventional banks toward Islamic banking
products. International Journal of  Islamic and Middle Eastern Finance and Management, 7 (3), 288-305.

Russell, R. F., & Stone, G. A. (2002). A review of  servant leadership attributes: developing a practical model. Leadership &
Organization Development Journal, 23(3), 145-157.

Schneider, K. S., & George, M. W. (2011). Servant leadership versus transformational leadership in voluntary service
organizations. Leadership & Organization Development Journal, 32(1), 60–77.

Shafii, Z., Salleh, S., Hanefah, H. M., & Jusoff, K. (2013). Middle-East Journal of  Scientific Research 13 (Research in Contemporary
Islamic Finance and Wealth Management, 28-34.

Sharon S. Brehm, Saul M. Kassin, & Frederick X. Gibbons. (1981). Developmental Social Psychology; Theory and research.
New York: Oxford University Press.



International Journal of Economic Research 288

Rubina Jabeen and Kabiru Jinjiri Ringim

Senge, P.M. (1990). The Fifth Discipline: The Art & Practice of  the Learning Organization, Currency Doubleday, New
York, NY.

Sincero (2017). Online Surveys. Explorable. http://explorable.com/online-surveys

Smith, B., N., Montagno, R. V., & Kuzmenko, T., N. (2004). Transformational and servant leadership: Content and
contextual comparisons. Journal of  Leadership & Organizational Studies, 10(4), 80-91.

Stephens, C. U., D’Intino, R. S., & Victor, B. (1995). The moral quandary of  transformational leadership: Change for
whom? Research in Organizational Change and Development, 8, 123-143.

Stogdill, R.M. (1948), Personal factors associated with leadership: A survey of  the literature. The Journal of  Psychology,
25(1), 35-71

Stone, G. A., Russell, R. F., & Patterson, K. (2004). Transformational versus servant leadership: A difference in leader
focus. Leadership & Organization Development, 25(3/4), 349-359.

Tannenbaum, R., Weschler, I. R. & Massarik, F. (1961). Leadership and Organization, McGraw-Hill, New York, NY. p. 24.

Tahir, M. I., Zulqurnain W., & Ismail, W. (2004). Quality Service in Islamic Banking: The Malaysia Case. Proceedings of  the
National Seminar in Islamic Banking and Finance, Putrajaya, Malaysia.

Teece, D. J. (2000), Managing Intellectual Capital, Oxford University Press, Oxford. p. 30.

Thaib, L. (2013). Human Capital Development from Islamic Perspective: Malaysia’s Experience. European Journal of
Management Sciences and Economics, 1 (1), 1 – 13.

Ulrich, D., Zenger, J. and Smallwood, N. (1999). Results-Based Leadership, Harvard Business School Press, Boston, M A.

Wart, M. V. (2003). Public Sector leadership theory: An assessment. Public administration review, 63(2), 214-228.

Wayne, S. J., Liden, R. C., Kraimer, M. L. & Graf, I. K. (1999). The role of  human capital, motivation and supervisor
sponsorship in predicting career success, Journal of  Organizational Behaviour, 20(5), 577-595.

Whetstone, J. (2002). Personalism and moral leadership: the servant leader with a transforming vision. Business Ethics: A
European Review, 11(4), 385-392.

Whittington, J. L. (2004). Corporate executives as beleaguered rulers: The leader’s motive matters. Problems and Perspectives
in Management, 3, 163-169.

Wilson, R. (2002). Evolution of  the Islamic Financial System. Islamic Finance Innovation and Growth.Ed. Siman Archer and
Rifat Ahmad Abdul Karim. London: Euromoney and AAOIFI.

Wong, K. K. (2013). Partial Least Squares Structural Equation Modeling (PLS-SEM) Techniques Using SmartPLS. Marketing
Bulletin, 2013, 24, Technical Note 1, 1-32.

Yammarino, F. J. & Dubinsky, A. J. (1992). Superior-subordinate relationships: A multiple levels of  analysis approach.
Human Relations, 45(6), 575-601.

Zacharatos, A., Barling, J., & Kelloway, E. K. (2000). Development & effects of  transformational leadership in adolescents.
The Leadership Quarterly, 11, 211–226.

Zikmund, W.G. (2003) Business Research Methods, 7th ed, South-Western, Ohio.




