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Abstract

The aim of this study is to examine the relationship between human capital development and job
performance in selected Oil and Gas firms in Lagos State, Nigeria. The absence of needed skills and
worker knowledge required to work and achieve organisational goals is one of the most significant
difficulties plaguing modern enterprises today. As a result, there is a need to develop employee capacity
so that they can provide output that is effective and efficient, allowing the organisation to utilise
employees' abilities and skills fully. Although this topic has a plethora of literature, there are some
inconsistencies in the findings. As a result, there is a pressing need to broaden the frontiers of knowledge
in this field by embedding it in typical Oil and Gas firms in Nigeria. Specifically, the study aimed to
accomplish the following objectives: to examine the relationship between training and employee
innovativeness, to examine the relationship between employee career advancement and employees
satisfaction, and explains factors inhibiting human capital development in oil and gas firms. A survey
research technique was used in this study. The study’s population was 680, while the sample size stood at
252, which was determined using the formula of Taro Yamane. A structured questionnaire was the
research instrument used in the study. Content validity was used to validate the research instrument. The
Cronbach's alpha coefficient was employed to assess the scales of measurement's reliability. Data were
analysed using descriptive and inferential statistics. Pearson moment product of correlation was used to
analyse the relationship between human capital development (training and employee career
advancement) and job performance (employee innovativeness and employees satisfaction). The findings
of the study revealed that there is a significant relationship between training and employee
innovativeness at r = 0.728. Further, the results showed significant relationship between employee career
advancement and employees’ satisfaction at r = 0.633. 1t was concluded that human capital development
helps the organisation to maintain and improve productivity, performance and survival abilities. It was
recommended that organisations should foster a favorable working atmosphere where employees can
further their education. In addition, management should make every effort to organize refresher courses
and fund workers for additional training in order to improve their abilities. Investing in an employee's
education allows them to develop in the organisation and work in more advanced positions.
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INTRODUCTION

In today's dynamic business environment, where competition is intense and change is rapid, every
organisation’'s continuous existence and capacity to meet its specified goals is greatly dependent on the
development of its human resources. This is to bring out the best in employees in order to link their
personal aspirations with the organisation's goals (Dunmade & Awosusi, 2019). Employees are now
considered as the lifeblood of organisations as well as tools in taking them from where they are now to
where they want to be in the future, therefore employers are putting more focus on their development
(Nwaeke & Obiekwe, 2017).As a result, the performance of duties and meaningful contributions of
employees to the achievement of organisational goals necessitate the acquisition of necessary skills and
knowledge, which can only be achieved through effective human capital development (Obiekwe, 2018).
Employee development is now widely recognized as critical to improving organisational effectiveness,
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efficiency, increased performance, and innovativeness, all of which are important contributions to a
company's survival (Kareem, 2019).

The process of assisting people in acquiring knowledge is known as human capital development (Afrah,
2016). It is the process through which organisations assist their employees in acquiring knowledge, skills,
and abilities through ongoing and purposefully designed processes with the goal of completing various
tasks related with their current or anticipated future positions (Ali, 2020). It is the process through which
organisations assist their employees in acquiring knowledge, skills, and abilities through ongoing and
purposefully designed processes with the goal of completing various tasks related with their current or
anticipated future positions (Onwumelu & Dialoke, 2018). It also includes all activities that an individual
engages in to improve his or her skills, competencies, talents, knowledge, and expertise in order to
efficiently handle tasks. As a result, human capital development is critical (Obi-Anike, Ofobruku, Okafor
& Abaeze, 2019).

According to Sampson, Ibeh and Emerole (2016), in order to gain a competitive edge in today's global
economy, businesses must use their workforce as a competitive tool. A plan for enhancing employee
performance in order to increase business value has become a priority (Eletu & Ukoha, 2017). Firms
strive to maximize their staff through thorough human capital development activities, not just to meet
corporate objectives, but also to ensure long-term existence and sustainability (David, Ajani, Adetunde &
Olomu, 2018).Firms will need to dedicate resources to ensuring that people have the information, skills,
and competences they require to function efficiently in a constantly changing and competitive
environment in order to complete this task (Onwumelu & Dialoke, 2018).The importance of human
capital in a country's growth and development cannot be overstated. Human capital has also been proven
in literature to be a vital aspect in the success of any organisation, for-profit or not-for-profit (Eletu &
Ukoha, 2017).However, the current situation of human capital development in some Nigerian companies
is appalling and necessitates additional investigation (Dawodu, 2016).

One of the most significant issues confronting modern businesses today is the lack of needed skills and
workforce expertise required to work and achieve organisational goals(Obi-Anike, Ofobruku& Okafor,
2017). In addition, top management's failure to see Human Capital Development, such as staff training
and career advancement, as critical variables in achieving goals and objectives has become a significant
issue (Ali, 2020).Furthermore, due to the changes in the industry's management strategies, HR executives
often find it difficult to develop a long-term framework. As a result, there is a need to develop employee
capacity so that they can provide output that is both effective and efficient, allowing the organisation to
fully utilize employees' strengths and skills (Chigozie, Aga & Onyia, 2018).

Several studies have been carried out in the area of Human Capital Development and Job Performance
such as Daniel, 2016; Dawodu & Akintunde, 2018; Dunmade & Awosusi, 2019; Nwaeke & Obiekwe;
2017 and Onwumelu & Dialoke , 2018, among others. While some reported a strong positive relationship,
others reported a weak relationship.In the light of this, there is the need to expand the frontiers of
knowledge in this area by situating it in typical locally based manufacturing organisations within the
Nigerian business environment. This will foster the survival of Oil companies in Nigeria. Therefore, the
main objective of this study is to examine the relationship between human capital development and job
performance on Platform Petroleum Limited and Seplat Petroleum Development Company Plc. Lagos
State, Nigeria.

However, the specific objectives of the study are to: i)examine the relationship between training and
employee innovativeness; ii) examine the relationship between employee career advancement and
employees satisfaction; and iii) examine factors inhibiting human capital development in oil and gas
firms.
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LITERATURE REVIEW

Human Capital

Human capital is described as "the skills possessed by the labor force and considered asa resource or
asset." It refers to the idea of making investments in people (e.g., education, training, and health), and
that these investments boost a person's productivity (Goldin, 2014). Human capital is an intangible
asset that refers to a company's staff. Employee competencies and dedication to the organization for
which they work make up human capital (Richards-Gustafson, 2019). Human capital is a term used by
economists to describe a workforce's combination of skills, health, values, and knowledge, which are
all considered assets. Employees are so more than just a cost of doing business; they are an asset that
adds long-term value to a company (Richards-Gustafson, 2019).

Employees are considered human capital, according to Dialoke and Pascal (2017), since “people cannot
be divorced from their knowledge, skill, capacities, health, or values.” Simply put, people are more than
simply employees, they are unique, complex investments that must be carefully managed in order to
support their growth and add value to the company.Individuals' knowledge, skills, and capacities that are
required for changes in economic growth are referred to as human capital. The knowledge, skills, and
capacities of such persons can be secured through formal training and education (Dawodu & Akintunde,
2018). Human capital is the only resource that can be encouraged, taught, developed, and evaluated to
achieve optimal performance among the different resources an organisation requires to function correctly
(Obi-Anike, Okafor, Ofobruku & Abaeze, 2017).

Human Capital Development

Human capital development refers to the activities that a business engages in to improve and equip its
employees' skills, talents, competences, knowledge, and creative abilities (David, Ajani, Adetunde &
Olomu, 2018). It also includes all activities that an individual engages in to improve his or her skills,
capabilities, abilities, knowledge, and experience in order to effectively handle situations (David, et. al.,
2018). Human capital development is the process of assembling a sufficient, well balanced, and critical
mass of human resources, as well as creating an environment that allows all people to participate fully in
and contribute to the national development effort (Akingbade, 2008 as cited in Eletu & Ukoha, 2017). It
should be a systematic, long-term, and strategic procedure. Human capital development is the process of
attracting, supporting, and investing in people (labour) employed by businesses through a range of
methods such as education, training, coaching, mentoring, and internships in order for businesses to
operate effectively and efficiently (Eletu & Ukoha, 2017). Human capital development is the process of
improving an employee's skill and competences through on-the-job and off-the-job training and
development. Such training aimed at enhancing employees' technical aptitude and skills, as well as their
judgments and talents, is essential for the growth of a robust and vibrant organisation(Raine & Anderson,
2017). Skills have become obsolete, as the environment has changed. As a result, if skilled employees do
not continue to improve themselves through training and development, they will lose their competence
(Samson, Ibeh & Emerole, 2016).

Employee Innovativeness

Faloye (2015) defines innovation as "the improvement or adoption of a novel idea or behavior in an
organisation,”" which can be a system, policy, program, equipment, method, product, or service.Employee
innovativeness refers to an employee's willingness to engage in innovative behaviors, which include
behaviors related to the process of innovation, such as idea generation, idea promotion, and idea
realisation, with the aim of producing innovations (David, Ajani, Adetunde, & Olomu, 2018).Employee
inventiveness can effectively promote company innovation and, as a result, contribute to its success
(Abdullah, Ping, Wahab & Shamsuddin, 2014). If organizations want to keep up with constantly changing
market conditions, they must approach innovation in new ways, such as by fostering employee
innovativeness.Employee training fosters creativity and innovation among employees, as well as
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providing the firm with long-term expertise that distinguishes it from its competitors. Training is one
strategy for encouraging creativity and innovative behavior (Abdullah et. al., 2014).

Training

According to Raine & Anderson (2017), training is a learning experience in the sense that it aims to make
a reasonably permanent change in an individual's capacity to function on the job. Furthermore, training is
a planned procedure through which a person gains information and/or skills for a specified objective.
Furthermore, training is a systematic procedure for developing knowledge, skills, and qualifications for
present or future employment (Raine & Anderson, 2017). According to Afrah (2016), running a business,
no matter how big or little, necessitates assembling a team of capable individuals. According to Lotich
(2019), individuals are involved in every area and activity of a company. For example, if a manager's
subordinates lack the necessary skills, knowledge, ability, and competence (SKAC), the manager will
fail.Lotich(2019) went on to say that specific workplace skills, abilities, knowledge, and competence are
not well taught in formal education. As a result, most employees require substantial training to ensure that
they have the requisite SKAC to contribute meaningfully to the company's growth.Training is an
important function of the human resource department that aids in the improvement of employee
competency (Dunmade & Awosusi, 2019). It improves employees' work performance. It is also specified
when new methods of operation are introduced into the workplace or when innovation is needed
(Abdullah et. al., 2014).

Job Performance

Job performance is an employee's capacity to fulfill given tasks in accordance with the specified norms
and procedures, which are imposed by the traditional restrictions of cost-effective resource use
(Ogunleye & Osekita, 2016). The act of doing a job is referred to as work performance(Ogunleye &
Osekita, 2016). Job performance is a means of achieving a goal or set of goals inside a job, role, or
organisation (Campbell, 1990), but it is not the actual outcome of the acts performed within the job.
According to Campbell (1990), job performance is a "complex activity" rather than a single action. Job
performance is strictly a behavior that is distinct from the job outcomes that are related to success and
productivity.Job performance is defined as the total expected value derived from an employee's actions
over a specified period of time (Robert, 2013). Behaviour, or what people do at work, is a property of
performance. Robert went on to say that, performance can be divided into two categories: task
performance and contextual performance.Task Performance, according to him, refers to actions that
directly convert raw materials into goods and services; these are the activities that are often listed in job
descriptions. The activities that contribute to overall effectiveness by supporting the social and
psychological milieu in which work is done are referred to as contextual performance (Robert, 2013).
According to Dunmade and Awosusi(2019), the status of an employee in an organisation, as well as their
job description, classification, and environment, all have an impact on their job performance. To be
adequately completed, some work activities necessitate a high level of technical expertise as well as
discipline.Continuing, Dunmade and Awosusi (2019) stated that personnel with more professional
knowledge and certification may be required to perform at a higher level in order to complete job tasks
successfully.

Career advancement

Career advancement is an employee's perspective of a long-term process that aims to improve individual
competence in order to reach a desired career goal in accordance with company procedures (Fauziah,
Emmy & Zahreni, 2018). The upward progression of one's career is referred to as career advancement.
Moving from an entry-level employment to a managerial position within the same industry, or from one
occupation to another, is one way to advance (Wilson, 2012). Gaining experience and potentially
completing extra training can help you move up the corporate ladder within the same industry. When
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people develop on the job, there may be transition to a similar field with higher educational requirements
and responsibilities (Lotich, 2019). Career advancement, according to common belief, would entail the
presence of alternative career pathways based on the individual employee's and the organisation's
objectives. It also presents employees with opportunities to further their education and undergo training,
thus strengthening employees’ skill sets to receive consideration for a promotion and advance their career
(Fauziah, Emmy & Siti, 2018).

According to Ogunleye and Osekita (2016), career advancement is very important, especially to
employees who have been working in the same industry, if they were unable to finish their education, this
could be the key to further success and progression in their career. They might desire to continue their
education.Companies must guarantee that their staff are appropriately trained for their jobs if they want to
sustain high levels of production (Sampson, Ibeh & Emerole, 2016). When their employees have the
desire and initiative to learn more, it is a good sign that they will be able to contribute more to the
organisation.They could be interested in taking some of the company's progression courses. Many
companies will pay for advancement training so that their personnel may perform at a higher level
(Wilson, 2012).

Employees’ Satisfaction

The level of fulfillment of one's needs, wants, and desires is referred to as satisfaction. Satisfaction is
mostly determined by what a person desires from the world and what he receives (Dunmade & Awosusi,
2019). Employee satisfaction refers to how satisfied an employee is with his or her position at work. It
can be used to describe an employee's happiness, contentment, and fulfilment of their needs and desires at
work (Obi-Anike, Ofobruku, Okafor &Abaeze, 2019).Employee satisfaction is a determinant of client
satisfaction with the business's services, and thus a driver of overall loyalty to the organisation and
improved performance.This includes job satisfaction as well as overall satisfaction with the company's
policies and environment (Ali, 2020). Employee satisfaction is one of several factors that influence job
performance. Organisations that want to be successful should foster a culture of employee satisfaction.
(Cross, 2019). Thus, keeping employees satisfied with their careers should be a major priority for every
employer (Ali, 2020).

Factors Inhibiting Human Capital Development in Oil and Gas Firms

Loss of employees and investment:Human Capital Development has the potential to provide oil and
gas companies with greater stability by improving the skills and competence of their personnel; yet,
there is no assurance that the workers they train will stay with the company long enough to realize the
benefits of their investment (Gartenstein, 2019).Employee skill development makes them more
valuable to competition. This raises the possibility that employees would depart for other alternatives,
resulting in a loss of investment for the company (Crownwell, 2017).

Time:Hours spent on staff training and orientation are hours not spent on revenue-generating business
operations. A human resources program may divert personnel when they are needed the most in
companies that are short staffed or have urgent business concerns to settle (Richards-Gustefson,
2019).Because skill is time consuming, employees will have less time to create for the firm, resulting
in a short-term decline in production (Crownwell, 2017).

Expense: Human resource systems cost money and don't always yield short-term returns. These costs
could be incurred by enrolling in a private educational institution or purchasing or creating learning
materials (Crownwell, 2017). The money spent on human management by oil and gas companies may
be money that could be better spent on inventory or equipment upgrades (Gartenstein, 2019).

Lack of adaptability: Human capital management systems often follow strategies and processes to
standardize how a company manages its employees. Humans, on the other hand, are not robots or data,
and a strategy that works for one person may not work for another (Richards-Gustafson, 2019).
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Theoretical Framework

Human Capital Theory

The study is anchored on Human Capital Theory propounded by Robert (1991). He believes that
education is a vehicle for strengthening human capital, increasing labor productivity, and raising global
technology levels. He supports investing in the nation's workers because it is a profitable investment in
education, training, and development.Furthermore, in many regions of the world, improving human
capital through quality education and training is a vital aspect that drives economic growth and
development. Human capital has a significant impact on an individual's risk of poverty or success. In any
organisation, human capital is defined as a set of skills/characteristics that boost worker productivity and
performance. Human capital has played a positive influence in economic development, productivity,
education, growth, and innovation, which has been used to justify government education and job skills
training subsidies. Human capital development through high-quality education and training is a key driver
of Nigeria's economic growth and development. The theory is relevant to the study because it emphasizes
that when employees acquired quality education and skill training they will contribute to growth and
development of the organisation and aid to accomplish the objectives of the organisation.

Resource Based View Theory

Wernerfelt(1984) formulated resource based view theory. This theory positions that the firm’s sustained
competitive advantage lie in its valued and rare resources and capabilities. Human capital, a company's
reputation, and its culture are intangible resources that meet the criteria for strategic resources (i.e.,
valuable, rare, difficult to imitate, and non-substitutable) rather than tangible resources like a company's
property, plant, and equipment, as well as cash, according to Resource Based Theory.These intangible
resources can be successfully used by a company to increase its productivity and competitiveness.
According to the theory, Managers who want to gain a long-term competitive edge should prioritize
nurturing and developing their company's intangible assets.

Empirical Review

Ali (2020) examined Human Capital Development and employee Job performance of selected Local
Government Areas in Rivers State, Nigeria. The Pearson Product Moment Correlation with the aid of
Statistical Package for Social Science was used to test proposed hypotheses. According to the findings,
there is a significant link between talent management techniques and employee job performance in Rivers
State's Local Government Areas. Performance management, career development, and human capital
development influence employee work performance in Rivers State’s Local Government Areas.

Chigozie, Aga and Onyia (2018) conducted a study to evaluate the effect of human capital development
on organizational performance in manufacturing industries in South-East Nigeria.

The study’s hypotheses were analyzed with the use of F-statistics (ANOVA) tool. The findings showed
that knowledge has positive significant effect on product quality F (95, n=358) = 2181,

P<0.05; Skills have positive significant relationship on promoting of innovations F (95, n=358) =
381.631, P<0.05. This study is limited to only South-East Nigeria and cannot be generalised.

Cross (2019) investigated effects of human capital development on organisational performance in Trust
Fund Pension Limited. Pearson's Moment Correlation Coefficient was used to test two hypotheses.
According to the findings, there is a strong relationship between human capital management and
organizational performance.

Eletu and Ukoha (2017) examined the relationship between human capital development and corporate
performance of Food and Beverages Firms in Port Harcourt. The study adopted Spearman’s Rank Order
Correlation Coefficient. The results of the analysis revealed that there were strong correlation between the
dimensions of human capital development and the measures of corporate performance.
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Afrah (2016) carried out a study on the role of human capital on organisational performance in Benadir
University in Mogadishu, Somalia. The findings revealed that the role of human capital on organisational
performance is critical for advancing the organisation's profitability. In the long run, HR practice plays an
important role in developing the capacity of employees; thus, this study contributes to the role of human
capital development on organisational performance.

Research Methods
This study used a descriptive survey research design in order to collect detailed and factual information
that describes the existing phenomenon. The research made used stratified sampling technique where the
population was categorized into strata (manager/MDs, project engineers construction/HSE engineers,
accountants/auditors, sales engineers and others categories of staff. Each stratum was sampled as an
independent sub-population, out of which data was collected through well-structured questionnaire. The
target population of the study covers the staff of Platform Petroleum Limited which was two hundred
(200) employees and the staff of Seplat Petroleum development Company Plc. which was four hundred
and eighty (480) employees, resulting to a total of six hundred and eighty (680) employees (Annual
Report, 2020). The sample size was determined with the use of Taro Yamane formula as given in
Baridam (2001), thus:
n= N
1+ N (e)?
Where: n = sample size sought
e = error margin
N = population size
Applying the above formula, with our known population of 680 respondents, level of significance of 95%
(ie error margin = 0.05), the sample size, (n) = 252 employees)
n= _ 680
1+680 (0.05)? n =252

Table 1: Optimum Sample Size Distribution

SIN Organisation Accessible Population Sample size
1 Platform 200 252 x 200 =74
680
2 Seplat 480 252 x 480 =178
680
Total 680 252

Source: Survey Data 2021

Data collection Method The data for this study were collected from a primary source. A well-structured
guestionnaire was used as the instrument for primary data collection. The questionnaire was divided into
five sections. The first section collected information on the bio data of the respondents while the second —
fifth sections contained five (5) questions each that measured the variables human capital development
and job performance, using a Likert scale of five points: strongly agree, agree, undecided, disagree and
strongly disagree. Out of the two hundred and fifty-two (252) questionnaires shared to these groups, two
hundred and thirty eight (238) were properly filled and returned, these were considered suitable for this
study. The Cronbach's alpha coefficient was used to examine the reliability of the scales of measurement,
and a higher number implies that the scale of measurement is more reliable. Statistical Package for Social
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Science (SPSS) was used to evaluate the data collected from the surveys.Pearson Product Moment
Correlation statistical techniques were employed to analyze the data collected.

Table 2: Reliability and Validity Test of the Data

Variables Reliability Test Items
Training 797 5
Career Advancement 814 5
Employee Innovativeness .840 5
Job Performance 147 5

Source: Researcher’s Computation (2021)

Test of Hypotheses

Hypothesis One: There is no significant relationship between training and employee innovativeness in
Platform and Seplat, Lagos state.

Table 4 Correlation Analysis
Variables EmployeeSample
Innovativeness Size
Pearson 0.728**
- Correlation

Training
Sig.(2-tailed 0.000
Status Strong

Positive

** Correlation is significant at the 0.05 level (2-tailed)
Source: Researchers computation (2021).

Interpretation

Table 4 revealed the correlation results between training and employee innovativeness. It was indicated
that the Pearson correlation value between training and employee innovativeness is .728 which implies
that there is a strong positive relationship between the two variables. The table further showed that the
significant value between the two variables is .000 which is less than the .05% significant level. This
implies that there is strong positive and significant relationship between training and employee
innovativeness in Platform and Seplat Lagos State. Thus, the studyrejects the hypothesis that there is no
significant relationship between training and employee innovativeness in Platform and Seplat Lagos
State.

Hypothesis Two: There is no significant relationship employee career advancement and employee
satisfaction in Platform and Seplat Lagos State
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Table 5 Correlation Analysis
Variables EmployeeSample
SatisfactionSize

Pearson 0.633**
Correlation

Employee

Career Sig.(2-tailed) | 0.000

Advancement 238
Status Strong

Positive

** Correlation is significant at the 0.05 level (2-tailed)
Source: Researchers computation (2021).

Interpretation:

Table 5 displayed correlations results between employee career advancement and employee satisfaction.
It was demonstrated that a strong positive relationship existed between employee career advancement and
employee satisfaction as the Pearson correlation value is .633. In the same vein, the results also showed
significant value of .000 which is less than the 0.05% confident level. This implies that employee career
advancement has a strong positive and significant relationship with employee satisfaction in Platform and
Seplat Lagos State. Therefore, the study rejects the hypothesis that there is no significant relationship
between employee career advancement and employee satisfaction in Platform and Seplat Lagos State.

Discussion

The aim of the study which is to investigate the relationship between human capital development and job
performance in Platform and Seplat Lagos State has been achieved. It is evidenced that human capital
development is very essential in organisations for effective job performance. The result of the study
showed that there was a significant relationship between employee’s training and employee’s
innovativeness. As a result of the positive and significant relationship between these two variables, the
finding suggests that the more there is training availability for the employees in the organisation, the more
exposed they become in terms of new knowledge and skills acquisition.The organisation turns out to be
more competitive, this tends to enhance employee’s performance on the job. This finding is in line with
the findings of Chigozie, Aga &Onyia (2018) that established a positive and significant relationship
between training and promotion of innovations.

In addition, the study found out that there is a positive relationship between employee career advancement
and employee satisfaction. Employee career progression influences employee satisfaction. The more
employees advance their career, the more valuable, creative and innovative they become which makes
them fit for work in more advanced positions thus, increasing employee satisfaction. The findings of the
study are in line with the findings of Dunmade & Awosusi (2019) that established a positive and
significant relationship between employee human capital development and employee satisfaction.

Conclusion & Recommendations

From the analysis, it was discovered that there is a significant and positive relationship between training
and employee innovativeness. Similarly, employee career advancement significantly correlate with
employee satisfaction in Platform and Seplat, Lagos State. The study concluded that human capital
development is a fundamental factor that enhances job performance in organisations. Human capital
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development helps the organisation to maintain and improve productivity, performance and survival
abilities. Furthermore, it concluded that employee development activities are an essential component of
organisations, and their use increases employees' knowledge and information, thereby increasing
organisational productivity. Consequently, to deliver more effectively and keep abreast with current trend
of knowledge, abilities and competencies to survive and generate positive organisational outcomes,
adequate attention must be given to human capital development.

From the conclusion reached in the study, the following are therefore recommended:

1. Organisations should foster a favorable working atmosphere where employees can further their
education. In addition, management should make every effort to organize refresher courses and fund
workers for additional training in order to improve their abilities. Investing in an employee's education
allows them to develop in the organisation and work in more advanced positions.

2.An emphasis on employee skill development will also encourage aspects of employee innovativeness
and creativity on the job because of work flexibility and fewer supervision pressures due to too much
monitoring and control.

3. Effective communication and knowledge sharing should be encouraged within the organisation. This
will provide employees with the necessary skills and techniques to carry out their assigned duties
effectively.

4. A continuous research on developments in the organisational environment that necessitate training,
upgrading, and enhancing workers' skills should be promoted. As a result, the appropriate training and
development programs can be developed and implemented to keep the workers up to date with the latest
developments.
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