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Abstract 

Some oil and gas (O&G) leaders lack strategies to promote human capital development 

(HCD) training to increase employees’ productivity in their organizations, impacting 

their overall productivity. Therefore, O&G organizational leaders need to take deliberate 

steps to monitor and improve their human capital productivity continuously. Grounded in 

human capital theory, the purpose of this qualitative pragmatic inquiry was to explore 

strategies O&G leaders use to promote HCD training. The participants comprised six 

business leaders from O&G multinational organizations who successfully implemented 

strategies to promote HCD training to increase employees’ productivity. Data were 

collected using semistructured interviews and analyzed through thematic analysis. Three 

emerging themes were: (a) skill gaps, competency, and training need assessments; (b) on-

the-job and off-the-job training; and (c) overcoming barriers to HCD. A key 

recommendation is for O&G leaders to provide an enabling environment through 

adequate funding of training and development programs. The implications for positive 

social change include the potential to create local employment opportunities for 

community residents and increase local taxes to advance community projects. 
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Section 1: Foundation of the Study  

Employee training and their development in the oil and gas (O&G) industry have 

uttermost importance for improving the productivity of employees in the organizations. 

Productivity simply refers to the conversion of inputs, such as human resources, money, 

and time into outputs. Enilolobo and Sodeinde (2019) revealed that human capital 

development has positive and significant effect on the industrial sector productivity in 

Nigeria. Productivity is the effectiveness of an organization’s factors of production 

inputted to generate the desired outcomes; the assessment of the effectiveness and 

efficiency of these outcomes becomes the productivity of the employees (Adegboyega & 

Olawumi, 2021). According to Iqbal et al. (2019), employee productivity also relates to 

impersonal trust such that lack of trust between employees and employers can lower the 

productivity of employees. The productivity of employees in any organization is of 

paramount importance toward increasing the organization’s effectiveness in its area of 

operation (Siwale et al., 2020). Therefore, since training and development seem to be a 

prime target for productivity, employees may need it to perform their duties effectively, 

take on new responsibilities, and adapt to changing conditions. Almost all jobs in 

organizations, including O&G organizations, are done through human involvement, yet 

over the years, most organizations have failed to attach necessary importance to 

employee training and development.  

Background of the Problem 

The creation of knowledge and the development of a workforce requires leaders 

who can obtain strategies regarding human capital and the human capital theory (HCT). 
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Because the HCT relates with the internal resources of a firm that cannot be imitated, 

easy to obtain, trade, and substituted (Barney, 1991), there is the need for O&G leaders to 

develop the initiatives to obtain the strategies regarding human capital development 

(HCD). HCD in an organization should be systematic, strategic, and sustainable, targeted 

to increasing human knowledge and enhancing employees’ skills and productivity 

(Chijioke & Amadi, 2019). Leaders should therefore specially train and develop 

personnel manning operating facilities known to be high risks.  

Despite the strategic importance of the O&G industry in Nigeria – accounting for 

the source of the government’s revenue and national export earnings, it appears, however, 

not to have effectively sustained the economy. The analysis of the HCD trend in the 

Nigerian O&G industry indicated 36 of 61operating companies failed to promote training 

activities to increase employees’ productivity (Directorate of Planning, Research and 

Statistics, 2019, slide 25 & slide 18). After the above analysis, the Directorate of 

Planning, Research and Statistics has not updated this information, indicating that no 

major improvements have occurred. The Nigerian O&G industry content development 

act 2010, Act No. 2, stipulates, among other provisions, that Nigerians must be given 

priority for employment and training in all O&G projects conducted by Nigerian 

operators (Nigerian Content Development and Monitoring Board [NCDMB], 2016)). 

According to the NCDMB (2022), most operating companies in the sector have failed to 

implement and adhere fully to human capacity development programs as directed by the 

Act. The oil sector constitutes the backbone of the Nigerian economy; hence, it is always 

regarded as the most viable economic sector in Nigeria. Based on this premise, the 
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government monitors the HCD training and development activities of the O&G 

companies, through the NCDMB – an arm of the government regulatory establishments. 

Most of the industry leaders may lack the strategies to promote employees for training 

and development as they are reluctant to implement the HCD programs as directed by the 

Board.  

Considering the productivity of the O&G employees, I will expect leaders aiming 

to ensure human capital growth to implement authentic learning culture composed of a 

learning climate. O&G organizational leaders in Nigeria should align with the Nigerian 

government HCD guidelines, the philosophy of the required regulation, and global best 

practices in the O&G industry (NCDMB, 2022) when considering strategies for HCD 

programs. Acquiring such strategies may assist O&G leaders in promoting HCD training 

activities to increase employees’ productivity in their organizations. Organizations may 

also be able to develop key competencies that are difficult to imitate, and thereby gain a 

sustainable competitive advantage over other organizations. For example, leaders who 

developed initiatives on off-the-job and on-the-job training strategies can encourage 

workforce development in their organizations (Huang & Jao, 2016). This research will 

explore strategies O&G leaders are using to promote HCD training activities to increase 

employees’ productivity. 

Problem and Purpose 

The specific business problem is that some O&G leaders lack strategies to 

promote HCD training activities to increase employees’ productivity. The research 

method for this study is qualitative. Therefore, the purpose of this proposed qualitative 
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study was to explore strategies O&G leaders use to promote HCD training activities to 

increase employees’ productivity. The research design chosen for this qualitative 

methodological research is pragmatic inquiry. The population for this study from which 

six participants were selected, included leaders from O&G companies within Nigeria who 

had successfully implemented strategies to promote HCD training activities to increase 

employees’ productivity. 

Population and Sampling 

The population for this study included leaders from O&G companies within 

Nigeria who had successfully implemented strategies to promote HCD training activities 

to increase employees’ productivity. I used the purposeful sampling technique to find six 

participants in the Niger Delta region of Nigeria. Purposeful sampling is the technique for 

selecting participants with experience and or knowledge to provide rich information 

regarding a phenomenon under study and address the research question (Guetterman et 

al., 2020). The key eligibility criteria for participants for this study are participants should 

have at least 3 years working experience in developing successful strategies in training 

activities and be involved in making decisions on strategies used to promote HCD 

training activities, to increase employees’ productivity. I gained access to the participants 

through LinkedIn, Facebook, WhatsApp, and a purposeful sample from selected major 

O&G organizations operating in the Niger delta region of Nigeria. I collected data from 

semistructured interviews using an interview protocol guide (see Appendix). I also 

collected data from academic and professional literature on training and development 

activities from Web sources. 
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Nature of the Study 

 The research method chosen for this study is qualitative. Other research methods 

considered are quantitative and mixed methods. The qualitative method was appropriate 

for my study as it enabled me to understand the meanings of the underlying reasons, 

thoughts, opinions, perceptions, and motivations of participants through interviews to 

address my research question. Cropley (2022) stated that qualitative study investigates 

how people make sense of their own, real-life experiences in their own minds and in their 

own words, and it is also concerned with the patterns and forms of variables in the 

phenomenon. Quantitative, and the quantitative aspects of mixed methods were not 

necessary to address my research question as they are concerned with the collection of 

numerical unchanging detailed data dealing in numbers to test hypothesis. 

The qualitative research design chosen for this study is the pragmatic inquiry. I 

selected the pragmatic qualitative inquiry design for this study because it allowed me to 

explore strategies O&G leaders use to promote HCD training activities to increase 

employees’ productivity. Other research designs considered were multiple case study, 

ethnographic, and phenomenological. A pragmatic approach allows the researcher to 

choose from the wide range of qualitative and/or quantitative methods–a strength of 

pragmatism that has several advantages for social science research (Kaushik & Walsh, 

2019). Because I did not intend to go through gatekeepers to give consent which would 

have been time consuming, a case study design was not suitable for this study. The 

ethnographic, and phenomenological designs were also not suitable for this study as I did 
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not intend to require cultural interactions and gain an understanding of the personal 

meanings of the lived experiences of the participants, respectively. 

Research Question  

What strategies do O&G leaders use to promote HCD training activities to 

increase employees’ productivity?   

Interview Questions 

1. What strategies do you use to promote HCD training activities to increase 

employees’ productivity? 

2. What strategies have you found to work the best at promoting HCD training 

activities to increase employees’ productivity? 

3. How did you measure the effectiveness of the strategies to promote HCD 

training activities to increase employees’ productivity? 

4. What were the key barriers to implementing your strategies to promote HCD 

training activities to increase employees’ productivity? 

5. How did you address the key challenges to your strategies to promote HCD 

training activities to increase employees’ productivity? 

6. What additional information can you provide on the strategies used to 

promote HCD training activities to increase employees’ productivity in your 

organization? 

Theoretical or Conceptual Framework 

The HCT modelled the composite conceptual framework for this study. The HCT 

framework was first introduced by Mincer (1958) and extended by Schultz (1961). 
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Becker (1962) stated that human capital is activities that influence future real income 

through the embedding of resources in people and enable workers to increase their 

productivity by learning new skills and perfecting old ones while on the job. Education 

and training are the most important investment in human capital (Becker, 1964). Becker 

identified key tenets as ways to invest in developing and sustaining human capital. The 

first one Becker identified was on-the-job training inside the firm as a specific way to 

gain knowledge to increase earnings. The second tenet was to have schooling as a general 

type of on-the-job training to increase earnings. The third tenet is that acquiring 

information about the economic system increases earnings.  The fourth tenet is to have 

productive wage increases to improve the emotional and physical health of employees. 

Finally, the fifth tenet is providing medical facilities to employees to increase 

productivity.  

Operational Definitions 

Employee productivity: Refers to the effects of training in the improvement of an 

individual’s productivity and services that bring about the positive change in an 

organization (Kenny & Nnamdi, 2019, p. 5). 

Human capital: Is the economic value of a worker’s experience and skills that 

influence future real income through the embedding of resources in people (Becker, 

1962, p. 9). 

Human capital development: Refers to the value and uniqueness of an employee,  
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associated with the natural inclinations and talents, knowledge, competencies, and 

experience gained in the process of being in educational and production systems 

(Kozhevnikov, 2021).   

Assumptions, Limitations, and Delimitations 

Assumptions 

Assumptions are beliefs a researcher can accept as factual and are supposed to 

exist without proof or verification in research (Sebele-Mpofu, 2020). For this study, I 

assumed that all participants would have implemented strategies to answer the research 

question, would participate during interview sessions, and would provide honest and 

objective responses to interview questions.   

Limitations 

Limitations are potential weaknesses that are out of the researcher’s control which 

can negatively influence and affect the study findings (Munthe-Kaas et al., 2019; 

Theofanidis & Fountouki, 2019). One of the study’s limitations was that purposefully 

sampled interviewees’ views and opinions may not have provided a full representation of 

all O&G organizations in the Nigeria Niger Delta region. Participants may not have felt 

comfortable in disclosing information due to organizational policies that do not 

encourage disclosure of strategies to promote HCD training activities to increase 

employees’ productivity.  

Delimitations 

Delimitations refer to the process where researchers deliberately set boundaries 

such as selecting participants, geographical area, and type of industry related questions 
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(Alpi & Evans, 2019). For this study, one delimitation was leaders from multinational 

O&G organizations with experience in implementing successful strategies for HCD 

training and development activities located in the Niger Delta region were going to be the 

participants. I delimited the geographic location to the Nigeria Niger Delta and focused 

on Zoom video conference, to limit the time participants needed to invest in providing 

their perspectives. 

Significance of the Study 

The findings of this study will be valuable to businesses because the researcher 

has identified strategies for leaders to promote HCD training activities to increase 

employees’ productivity. This can help leaders in the O&G organization to anticipate and 

offer solutions to challenges that may be inimical to employees’ productivity and prevent 

financial losses to their organization’s business. Another potential value to businesses is 

that the findings can assist O&G leaders to gain an understanding of a necessary 

component of strategic planning that provides for the increase of HCD training activities 

to increase employees’ productivity. Findings from this study might contribute to 

effective business practice by providing leaders with strategies to develop and train 

current and future employees, making them more productive. My findings may expose 

internal and external barriers that affect workforce development, productivity, and thus 

enable business profitability. The organizational leaders may gain competitive advantage 

if they consider more effective strategies in promoting HCD training activities. 

The derivative implications for positive social change include raising the standard 

of living of local communities’ residents through the promotion of developmental 
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programs in healthcare, educational opportunities, and the potential to create local 

employment opportunities for community residents and increase local taxes to advance 

community projects. These implementations would be conducted by the direct 

intervention of a developed workforce. The results of successful community development 

programs could also enable and catalyze the effective collaboration between community 

residents and company employees regarding safety and social issues. The success of 

community development programs by an organization to its host communities can only 

be supervised by a highly informed and developed workforce, such that the value of the 

organization’s corporate social responsibility can be sustained. 

A Review of the Professional and Academic Literature 

The purpose of this generic pragmatic qualitative inquiry was to explore strategies 

O&G leaders use to promote HCD training activities to increase employees’ productivity. 

When employees are committed and motivated through HCD training programs, they 

improve their knowledge, working skills and abilities which in turn makes them more 

productive on the job (Abdow et al., 2018). The O&G industry’s investment in HCD is 

critical for advancing technologies and enables organizations to remain productive and 

competitive. Researchers have given considerable attention in the literature to the 

importance of formulating strategies for promoting HCD training activities. However, 

most of these strategies have failed to address this problem encountered with employee 

productivity (Onyebuchi, 2018). Onyebuchi (2018) noted that most technological 

development and innovations taking place daily render current skills and methods for the 
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future obsolete. This study provides the enabling strategies to increase employee 

productivity, and organizational success. 

References to the literature review for the study were from 85% peer reviewed 

sources, and 85% of these references are current within 5 years of publication. The most 

significant results from my search were obtained from sources using the key words 

human capital development, human capital theory, human capital management, human 

capital, training, training and development, employee productivity, employee retention, 

organizational earnings, and organizational performance. 

Conceptual Framework 

 This section includes the review of supporting literature, other theories considered 

for the study, implications of HCD to training and development, the importance of HCD 

training to employee productivity, including information on the Nigerian O&G industry 

and concepts that address the study’s problem statement. I reviewed the application to the 

applied business problem, including stating the relevancy of the literature from resource 

articles retrieved from academic sources from the internet, and through the Walden 

University Library, ProQuest Central, Google Scholar, and Business Sources Complete 

works. Other database sources included are: ScienceDirect, Sage journals, academic 

search complete/premier and journals of Emerald management. Other journals involved 

in my study were: ResearchGate, SpringerLink, Eric, Jstor, Scopus, African Journals 

Online, and Ebsco Information Services.  

HCT is the framework for this study through which the human capital, HCD, and 

employee productivity concepts in resolving the research question were discussed. 
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Human capital in an organization contributes to enhanced employee effectiveness, and 

therefore increases employee performance (Bodovski et al., 2019). Human capital is an 

asset resulting from the collective sum of attributes, life experience, knowledge and skills 

acquired from training, physical health, and overall competence employees invest in their 

work routines. Human capital in the perspectives of the organization, encompasses 

formal training, social boundaries, work processes and culture, including individual self-

endeavors, contribute to shaping workforce core competence (Islam & Amin, 2022). 

Employee productivity relates to the employee's work behaviors while performing their 

duties, especially in the way in which their accumulated knowledge and skills boost their 

productivity and income, thus increasing the productivity and income of the society in 

whole (Sakher et al., 2019). Therefore, human capital is a key element in improving 

firms’ assets and employees to increase productivity and sustain competitiveness. As 

human capital and HCD refer to processes relating to employees and the organization, I 

examined the research question through the lens of the HCT. 

Human Capital Theory 

The introduction and history of the HCT by early researchers are vital to 

understanding the theory concept and use in this study. The HCT was first introduced 

by Mincer (1958), extended by Schultz (1961), and developed as HCT by Becker (1962). 

The HCT suggests that the whole set of human knowledge, skills, abilities, and 

motivations is the individual capital (Galiakberova, 2019). The HCT refers to individual 

characteristics such as knowledge, general information, and general capabilities 

employees convey within in a firm when hired (Fényes & Mohácsi, 2020). Mincer 
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developed the foundation of the HCT through its model of earnings that differences in 

training, education, occupation, and age result in differences in levels of earnings and 

patterns of personal income distribution. Nevertheless, Becker is widely acknowledged as 

a founder of the HCT in which he stressed that human capital increases the productivity 

of workers (Diebolt & Hippe, 2019). This theory emphasizes the value addition of people 

being contributors to organization. 

The tenets of the HCT are the foundation of the theory. In the account by Becker 

(1994), HCT was developed and named as a formal theory. According to Becker, the 

emphasis on the analysis of human capital rests on the premise that education and on-the-

job training raise earnings and productivity as it enables workers to gain knowledge, 

skills, problem-solving techniques, and more work experience. The key tenets of HCT to 

increase earnings and productivity as instituted by Becker are (a) on-the-job training 

inside the firm is a specific gain of knowledge, (b) schooling is a general type of on-the-

job training, (c) investments in other knowledge, and (d) productive wage increase 

improves the health of employees. The HCT relates to all activities that can influence 

future real income through the embedding of resources in people and can also enable 

workers to increase their productivity through the learning of new skills and perfecting of 

older ones while performing a task. 

The HCT theory suggested by Schultz’s (1961) account emphasizes that 

employee’s value in the marketplace can best be increased by the skills obtained through 

training and firsthand experience. Schultz described investment in human capital as direct 

expenditures on education, health, and internal migration to take advantage of better job 
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opportunities; it also involves earnings foregone by mature students leaving jobs to attend 

school and by workers acquiring on-the-job training. Schultz contended that the 

unprecedented rise in earnings of a worker signifies an investment in human capital 

where an individual makes the best use of leisure time to improve skills and knowledge, 

which also improves the individual’s quality of human efforts and enhanced its 

productivity. Alternatively, Schultz’s (1993) definition of human capital was in respect to 

the firm as a critical element for enhancing its assets including employees thereby 

increasing the overall productivity of the firm. Human capital became widely used as 

Becker (1964) initiated the HCT in a theoretical and empirical analysis where it was 

emphasized that investment in higher education will increase future productivity thereby 

leading to greater earnings. The relationship between education and earnings originated 

from the understanding that employers pay educated people more because they are 

regarded to be more achievement-motivated and self-reliant.  

Human capital is dynamic as it can increase or decrease according to the 

investment in the employee’s skill, which should be constantly updated. Becker (1962) 

noted that a more educated and better-trained employee would be more productive than 

those with less education and training. Schultz (1961) explained that people who invest in 

education such as on-the-job training, health, and nutrition would have their level of 

human capital increased. Chijioke and Amadi (2019) noted that the proponents of the 

HCT regarded education– a productive investment in human capital to be equally or 

much more important than physical capital to an organization. The well-being of an 

organization can reflects the good health of its workers. According to Becker (1993), 
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HCT requires that people should rationally evaluate activities, such as education, training, 

and expenditures on health, migration, and formation of habits before engaging in them 

and consider the gains, the risks, and the costs. Human capital is a key component for the 

improvement of employee productivity and increased organizational earnings. When 

human capital is viewed within the context of education quality, better health conditions, 

and HCD index, it can grow the economy in more productive ways such as the apprentice 

learning a new skill (Becker, 1964). Therefore, organizational leaders need to recognize 

that in an economic theory environment, the HCT explains the significance of labor 

maximization, and the expectation for the organization to grow and update employees' 

knowledge skills and capacity-building abilities. 

People can be more productive in their organizations with successful educational 

investment. According to Obi et al. (2019), by implementing the HCT tenets workers can 

gain cognitive skills to increase productivity and efficiency through education and that 

people invest in education to increase the stock of human capabilities. Obi et al. further 

stated that the World Bank revealed how education raises people’s productivity, 

creativity, and promotes entrepreneurship and technological advances in countries like 

Malaysia, Bolivia, and China. Hence, with educational successes workers, earnings can 

increase, and they can become more financially supportive to their families, building 

stronger economies, and becoming more useful to society. In HCT, a sustained human 

capital accumulation is an engine of growth (Fadila & Olure-Bank, 2019), suggesting real 

value in investing in education and training within the context of the individual, 

organization, and nation. The ways to invest in human capital can therefore include 
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schooling, on-the-job training, medical care, wage increase, and acquiring information 

about the economic system as each of these differs in the relative effects on earnings and 

consumption.  

On-The-Job Training is a Specific Gain of Knowledge. On-the-job training is 

the learning process employees receive in the workplace under the supervision of more 

experienced individuals. On-the-job training is the training an employee receives while 

performing daily tasks in the organization’s job site, under work instructions and 

supervision from an experienced coworker (Fred et al., 2021). Tasks of this nature may 

include developing and practicing specific managerial, leadership, technical, manual, and 

administrative skills required in an organization for improving competitiveness. The 

environment for this form of training should be conducive to learning, such that the 

employees can easily practice the acquired knowledge and skills from the training 

(Daramola & Daramola, 2020). All organizations want their workforces to be safer, more 

efficient, and better prepared than ever before and have discovered the need for effective 

training to achieve these goals.  

As an alternative to on-the-job training, another form of job training that can take 

place in an organization is off-the-job training. In Becker’s (1962) concept of human 

capital, learning from on-the-job and off-the-job is included along with training and 

schooling, and both exist in the development of a workforce. An off-the-job training 

strategy requires that the training takes place outside the employee area of primary work 

responsibilities, while on-the-job training exists when the training is done in the 

employee area of primary responsibilities to perform work on a particular task (Huang & 
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Jao, 2016). In off-the-job and on-the-job training, the knowledge and skills gained by the 

employees because of the training can be applied in their daily work routines. The 

trainers involved in both training types can be a senior worker who is knowledgeable, and 

more experienced in the task at hand, as a mentor in the organization, or an invited 

external instructor or professional. Employees are encouraged to share knowledge and 

develop the attributes of knowledge sharing, as they are an important predictor of 

knowledge hiding behaviors in organizations (Yuan et al., 2021). Daramola and 

Daramola (2020) stated that off-the-job and on-the-job training strategies can be applied 

together by organizations in developing their workforce. Workforce development should 

be a continuous process in any organization. 

On-the-job training can be general or specific. General on-the-job training 

provides some benefits to the individual more than the firm, as the employee can market 

self to other firms. Firms align more with specific on-the-job training as this form of 

training can be tailored to their products for more earnings through increasing 

productivity (Becker, 1964). On-the-job training and higher educational level of 

employees would not only have a significant and positive impact on innovation, such as 

in new technological breakthrough but would make more workers increase their 

productivity by learning new skills and perfecting old ones while on the job (Becker, 

1962; Na, 2021). Moreover, the effects of investments in the perspective of the 

employees further buttressed Mincer’s (1962) standard approach that on-the-job training 

can be observed as an investment in future wages. However, considering the perspective 

of the firm, the interpretation of on-the-job training can be an investment when the 
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employee gives back to the organization such as in skills and knowledge on the job, and 

as a cost when revenue is spent on training. Meanwhile, Becker (1962) affirmed that 

because on-the-job training primarily affects earnings, general skills obtained from a 

general on-the-job training is risky to the firm as employees may take the human capital 

gained and expected returns to the firm from the training investment to rival 

organizations. Hence employers will prefer to fund the development of specific 

competencies that only benefit companies that provide training and may augment the 

perceived switching cost of an employee for changing jobs (Tang et al., 2021). Training 

in firm-specific skills would therefore be more beneficial or valuable to that specific firm, 

such that the risk of a return on investment not being attained by the firm would be 

minimal.  

Schooling Complements On-The-Job Training. School is a type of institution 

that specializes in providing training in specific ways different from those in the firm that 

offers training and produces goods and services at the same time. However, job skills 

requiring specialization and experience to develop can be accessed partly from the 

organization and partly from schools (Becker, 1964). Globally, rapid changes in learning 

when transitioning from school to work, are now more challenging to youths, simply 

because education has been identified as an important factor of personal development as 

well as country's growth and development (Pilav-Velić et al., 2019). Among the 

challenges that the youth face today is the transition from school to work, also known as 

education to employment path (Pilav-Velic et al., 2019). Education acquired from schools 

is regarded as a source and an outcome of development, is crucial to the wider idea of 
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expanding innovation capabilities in the organization (Al Dulaimi et al., 2022). Whether 

online or physical schools, education as human capital resources can raise productivity as 

in other human capacities. 

There are efficient adult learning arrangements besides on-the-job training, and 

one type of these arrangements may be massive open online courses and computer-

assisted and computer-based training. Some advantages of online programs are flexibility 

of accessing education, reaching rural and remote areas (Dhawan, 2020). Online 

programs are an inexpensive mode of education with regards to the overall cost of 

institution-based learning, and lower cost of transportation (Dhawan, 2020). The above 

advantages can provide opportunities for workers to take online training courses in 

almost any profession without changing their location. Human capital is constantly being 

refreshed, refined, polished, and upgraded by the advantages provided by online training 

to meet educational challenges (Mingyue et al., 2020). Despite the benefits attached to 

online education, disadvantages include issues with audio, video, or connection issues, 

extensive time staring at digital screens resulting in poor posture and or headaches, 

suffering from concentration loss, and lack of self-discipline (Dung, 2020; Ghoshal, 

2020). The use of mobile phones and its advantages in online schools, is also not totally 

free of fear of interruptions.  

 Schooling is no longer confined to an institution-based classroom environment as 

work and career are becoming borderless. Though on-the-job training raises future 

productivity within the organization, school training takes place in an institution that 

specializes in teaching, further stressing the need for formal education (Becker, 1962). 
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Although skills needs are changing and academic skills development are fundamental, 

but not sufficient, hence aligning business practices, public policies, and education and 

training systems with the necessary skills is essential in today’s global market (Silva & 

Garcia, 2019). According to Silva and Garcia (2019), formal education represents an 

intentional commitment for learners and the learning process leading to the award of a 

final certificate. Global competitiveness is a factor for the redefinition of the international 

labor market towards contributing to the establishment of a knowledge-building society. 

Education and training are the most important investments in human capital, key 

resources for the development of the human mind, and effective tools for nation-building 

(Becker, 1993). In the case of Nigeria, this is achieved through the technical vocational 

education and training (TVET) program for the O&G organization (Ogundu et al. 2019). 

Technical skills include, for example, wiring or installations, pipe fitting or welding. 

TVET is mostly for post school leavers or those with some college education which 

includes apprenticeships.  

The importance of school training or formal education compared to on-the-job 

training to the individual is encountered when facing an employment organization. 

Oladejo (2019) noted that skills shortage in Nigeria’s Oil and Gas sector is a pointer of 

the fact that TVE education is not yet comprehensive and effective. Hence, multinational 

organizations operating in the O&G industry in Nigeria should make efforts to focus 

more on developing the skills of their current and future employees through TVET 

programs. Rahman and Akhter (2021) singled out the systematic training of employees, 

advancing their educational level, and improving knowledge and skills that influence the 
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organization’s effectiveness. The TVET system in Nigeria and learning of technical 

subjects make it irrelevant for industrial growth (Oladejo, 2019). Also, the country’s 

financial policy instituted in 1986 brought about the rise in inflation from 5.4% to 40.9% 

in 1989, leading to the removal of social subsidies in schools and contribute to various 

effects (Danladi & Naankiel, 2016). An example of these effects were the students' 

unrests, the lecturers' strike actions, and about 341 trade disputes, out of which 253 

resulted in a strike that disrupted academic activities in different parts of Nigeria (Danladi 

& Naankiel, 2016). In the southern part of Nigeria where most of the O&G multinationals 

operate, the TVET system was neglected due to the government's continuous focus on 

crude oil after independence creating a shortage of skilled personnel (Allen, 2020; 

Oladejo, 2019). The lack of skilled personnel can easily be addressed by the number of 

government technical schools and private skill training centers in the region (Allen, 

2020). Meanwhile, TVET issues relating to HCDs are not synonymous with Nigeria 

alone. The Asian Development Bank (2017) revealed that in southern Asian countries, 

skills development policies and TVET systems vary but share similar weaknesses and 

problems regarding limited access to education and skills training, lack of qualified 

technical teachers, and equipping the young workforce with skills industries require to 

meet rapidly changing skill demands. The effect of human capital on earnings, 

employment, and other economic variables was clearly illustrated by the extensive 

discussions of on-the-job training and schooling and has also paved the way to consider 

other kinds of investments in human capital with regards to persons. 
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Investments in Other Types of Knowledge. There are different types of 

knowledge depending on the complexity of codification. Becker (1994) asserted that the 

analysis involving on-the-job training leads to general results that apply to other kinds of 

investment in human capital. According to Becker, on-the-job training, and schooling to 

increase knowledge are not the only investment activities that can raise real income for 

people. Other investment activities that can raise real income for people or firms are 

information on increasing the knowledge about the economic system, and the political or 

social system of a nation (Becker, 1994). In this study, however, the effects of the 

political or social system of a nation regarding information on increasing income for 

people will be discussed in other sections of the study. 

 Knowledge of the Economic System of a Nation. An economic system refers to 

the configuration of institutions and organizations that prioritize private and public 

properties in each society, or the channeling and influencing of goods and services 

distribution of a nation (Pryor, 2006). Becker (1964) noted that increased knowledge 

through on-the-job and school training are not the only activities that raise real income or 

wages. Having information on a country’s economic system, increase in production and 

per capita income, and changes in the economic and socio-cultural structure of society 

can also raise incomes (Becker, 1964; Hatipler, 2014). Among the causes of economic 

development and growth in an economic system such as income inequality, land 

inequality, and human capital accumulation, an increase in the human capital 

accumulation may improve economic development through the channel of innovation 
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(Diebolt & Hippe, 2019). The nature of growth within the world economy may not be 

unconnected to innovation speed. 

Schultz’s (1961) account on HCT established a unique relationship between skills 

and knowledge people acquired as a form of human capital that is a product of deliberate 

investment and its growth may be the most distinctive feature of the economic system. 

For example, human capital and technological factors were among issues that affected the 

economic growth of northeast China since the country’s reforms toward opening to world 

markets. According to Yu and Liu (2021), the reform and opening of China has rapidly 

improved economic growth, however, the northeast region suffered stagnation compared 

to other regions of the country after the establishment of the planned economic system. 

One reason, noted by Tasawar (2019), was that human capital became a new factor of 

production playing a critical role in the northeast region’s economic growth. That the 

inability of the region to maintain the pursuit of high-income talents and to retain new 

ones led to a talent drain.  

Information on higher wages from other firms may assist a person to seek 

employment with a company of choice located in different regions. According to Opone 

and Kelikwuma (2021), besides wage increases, the income stability of the working class 

has a chain impact on the country’s business community and society at large. Therefore, 

organizations should have a standard for evaluating the efficacies of their human capital 

information systems for human capital costs, performance effectiveness, and other reports 

of value with regards to earnings. Becker’s (1964) HCT tenet on the economic system 

suggested that workers' knowledge on prices of commodities and higher wage paying 
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companies including information on the political or social system of a country could 

significantly increase their income. The business community and society at large are part 

of a country’s economic system, and the knowledge of it, involving information on 

wages, commodity prices, and political or social system of a country can raise workers’ 

income as Becker noted. Human capital and technology are production factors that are 

pivotal to the development of a nation’s economy and are solely dependent on the 

educational and training skills of people (Hatipler, 2014). The importance of people’s 

knowledge towards the proficiency of a country’s economic system is also a vital 

resource to the individuals of that country.  

Therefore, the need for people to acquire information about a country’s economic 

system to increase earnings cannot be over-emphasized. Education provides knowledge 

and skills that enable people to generate and apply new ideas and innovations for 

technological progress and overall growth in an economic system (Hanushek & 

Woessman, 2020). The levels of educational attainment of college graduates can adjust to 

and influence the demands of the economic system. Overall economic growth and 

technological progress can also be achieved by generating and applying new ideas and 

innovation from knowledge and skills acquired by persons through education (Hanushek 

& Woessman, 2020). The attainment of higher educational levels may also encourage 

higher economic growth rates in sectors with advanced technological innovation and easy 

access to jobs.  

However, after getting employed, the organization may need to have in place a 

periodic wage increase plan as an employee retention strategy to keep the employee in 
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the organization long term. The World Bank (2022) reported that wages were observed to 

have accelerated in advanced economies mostly in sectors that have continuous labor 

shortages, and in the economy of nations with emerging market and developing 

economies. This observation, however, has not been obvious in the O&G sector. Despite 

this wage acceleration, the World Bank noted that the slow regional growth forecast 

between 2.6% in 2022 and 2.7% in 2023 has created slow growth in the world 

economies. Examples of this were the slow integration of workers into the labor market 

and the negative effects of the high commodity prices of 2021. Baccaro and Tober (2021) 

revealed that wage inflation is related to price inflation which aligns with the 

oligopolistic labor and product markets principle, where prices are formed through the 

addition of mark-up to unit costs. Labor wages, commodity prices, and inflation are 

among the determining factors relating to a country’s economic system.   

Productive Wage Increase Improves the Health of Employees. The use of 

productive wage increases can be an effective motivational mechanism for organizations 

and nations to increase employees’ productivity, wellbeing, emotional, and physical 

health. According to Becker (1962), employees’ productivity depends not only on the 

employee’s ability and the investment from the organization towards on and off the job 

training, but also on their motivation. Learning through on and off the job training and 

other activities appears to have been observed to have the same effects on observed 

earnings as do education, training, and other traditional investments in human capital 

(Becker 1962). Among strategies employers use to foster employee physical health and 

well-being includes the provision of periodically paid leave and opportunities for higher 
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wages (Adams, 2019). Improving the physical health of employees in an organization 

involves investing in human capital, while emotional health is considered a determinant 

of earnings (Becker, 1964). Poverty and limited or no access to education and healthcare 

are among the known hindrances to HCD, and at the same time, it is the HCD that can be 

used in addressing these inequalities (Cafferkey et al., 2021). Hence one can admit that 

increased workers’ wages and good health are panacea to the success of investing in 

HCD. 

Understanding the effect of wage increase on workers is important, as such 

increases can leave workers in better health. An employee in good health and having 

better education may not be much liability to an organization as less cost would be spent 

on on-the-job training (Becker, 1964). Moreover, it would be equally rewarding to 

workers and employers when wages are increased periodically as a motivated worker can 

be maximally productive. The Irish government considered wage increase during the 

COVID-19 pandemic for health workers because of the added health risk of Covid spread 

(Redmond, 2020). The Irish government responded to job losses associated with COVID-

19 by introducing the pandemic unemployment payment for those who lost their jobs due 

to the crisis (Redmond, 2020). Nevertheless, contrary to the Irish government action, the 

World Bank (2022) business pulse survey data indicated that about one-quarter of the 

firms reported a reduction in wages of workers due to pandemic crises. Gagliardi et al. 

(2021) noted that wages are higher for workers employed in firms operating in the high 

seas. Although having information on wages and commodity prices can raise employee 

earnings by seeking higher paid jobs and negotiating cheaper commodity prices 
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respectively, tastes, knowledge, and social amenities have control over the way wages are 

spent (Becker, 1964). Therefore, the assumption that greater productivity does, in fact, 

result in higher wages for individuals and earnings for businesses may not be wrong. 

Motivation can be any work-related factor that can influence the maintenance of 

positive work behaviors expected to enhance productivity. The productivity of employees 

also depends on how motivated they are, and the level of funding invested in them within 

and outside the job area (Becker, 1964), which may also include wage increases. 

Nevertheless, employees need to be allowed to enhance and improve their skills through 

various training programs (Girdwichai & Sriviboon, 2020), even if they are satisfied with 

periodic wage increases. There is no employee who does not require a wage increase in 

an organization. Wage increases can improve the health of a worker through the influence 

of certain health habits. Examples are increased consumption of fruits and vegetables, 

and increased leisure time or job satisfaction for better mental or emotional health (Avila, 

2021). However, Narain and Zimmerman (2019) argued that the association between 

increased wages and increases in fruit and vegetable consumption is not true with all 

populations, especially with Black and Hispanic communities in low-pay occupations 

such as construction, and agriculture. In the United States, while discussions on the 

increase in minimum wage centered around economic benefit effects on low-wage 

workers, the health benefits of the populace are also a concern to the government (Avila, 

2021). Understanding the effect of a wage increase on workers is important, as such 

increases leave workers in better health. Therefore, there is a need to be a balance 
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between job demand and job resources to promote the health and wellbeing of employees 

in the workplace. 

Providing Medical Facilities to Employees Increase Productivity. The 

productivity level of employees can be raised when company-promoted medical facilities 

and recreational programs are provided. Improving the emotional and physical health of a 

workforce is an investment in human capital involving the provision of medical 

examination programs, lunches, recognizing their needs, and providing them a healthy 

work environment (Becker, 1964; Girdwichai & Sriviboon, 2020). The effectiveness of 

workplace health promotion has a positive correlation between a worker’s good health 

and organization’s prosperity, hence understanding this relationship may enable the 

facilitation of developing a better workplace program that may promote employee’s 

productivity and organizational success (Phillips et al., 2022). When health promotion is 

effective, more employees could be medically fit, preventing absenteeism from work and 

avoiding losses in production. Absenteeism affects employees’ job performance.  

Organizational leadership should endeavor to promote a healthy workforce for 

high productivity gain in their business. Because workplace conditions can affect 

employees at the physical, mental, or emotional level–enhancing or harming their 

economic, social and health aspects, employers should provide supporting strategies 

involving improved employees’ happiness, wellness, and access to health care coverage. 

According to Becker (1964), as with knowledge, people’s health can be improved and a 

decline in the death rate of people who are of working age may improve earnings by 

lengthening their working years. Persons of working age should have a better diet to 
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enable them to build strength and stamina for increased earning capacity (Becker, 1964). 

In a study involving the improvement of hospital performance and influencing the level 

of employee organizational commitment, Baird et al. (2019) suggested in respect to 

medical facilities that management should consider and incorporate the latest technology 

and up-to-date equipment. Employers can assist workers with access to the full range of 

medical and psychotherapeutic treatments, by leveraging interventions that are well-

established and evidence based. Health facilities are part of a country’s important 

infrastructure for national development, an important factor of human capital to facilitate 

the productive use of human skills (Qomariah et al., 2020). Every nation in the concept of 

providing better services to the citizens should embrace health facilities as among the key 

provisions. 

Other Theories Considered in the Study  

Resource-Based View Theory. The resource-based view (RBV) theory is a 

theory considered for use in this study. The RBV was initially promoted by Penrose 

(1959) and later expanded by Barney (1991), Conner (1991), and Wernerfelt (1984). The 

RBV theory was expanded for the development of basic economic tools required to 

provide an analysis of firms’ strategic management resource position including the 

relationship between resources and profitability. Penrose introduced the theory of the 

RBV by examining how firms create sustainable competitive advantage and considering 

how they manage and deploy internal resources. Internal resources assist organizations to 

exploit external resources in establishing competitive advantage instead of focusing on 

the competitive environment. To manage and deploy external resources in the form of 
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mobilizing external knowledge, technology and expertise into a business, organizations 

take the risks that might manifest in that business (Kariv et al., 2021). The use of external 

resources in the RBV provides a bridge between the external resources and internal 

innovation, which adequately reflects the value of entrepreneurial motivations, ambitions, 

and cognitive processes (Zahra, 2021). Resources in an organization are heterogeneous 

and are grouped as either tangible or intangible resources and can be internal or external 

to the organization (Miller, 2019). Organizations should therefore strive to mobilize all 

resources to their advantage.  

Organizational leadership deploys tangible resources in the form of equipment 

and intangible resources as skills for the advancement of their organization’s growth, and 

survival. As revealed by Barney (1991), considering the perspective of knowledge used 

in service firms, intangible resources are the most asset (Denicol & Davies, 2022). While 

the RBV involves the use of tangible and intangible resources exceptional to 

organizational leadership to gain competitive advantage, the HCT focuses on intangible 

resources for employees’ development through the perspective of HCD. In the 

identification of firm resources as the basic principle of the RBV, human capital is 

emphasized as a resource that could help firms gain competitive advantage, and superior 

firm-level performance (Barney, 1991). In the light of Barney’s statement above, a 

relationship between human capital resources and competitive advantage may be 

assumed rightly. 

The importance of the RBV to organization is not limited to create, nurture, and 

maintain competitive advantage, but also enables the leaders to recognize the collective 
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resources needed to compete favorably in a globalized and highly competitive market 

(Akwesi, 2019). Although, the RBV consists of human, physical, and organizational 

assets, the RBV and the HCT have similar characteristics in ensuring a sustainable 

competitive advantage for an organization, such as specific skills as part of intangible 

assets, used by firms to influence organizational outcomes (McCoy et al., 2019). 

Nevertheless, Naik (2019) noted that the RBV extant literature revealed that human 

capital resources provide the main source of sustainable competitive advantage to firms. 

Within the core of the RBV, the basic principle is that the collective resources or the 

bundles of resources a company possesses are the basis for achieving competitive 

advantage. Hence, human capital combines the entirety of available knowledge to an 

individual, its professional abilities, and managerial effectiveness (Borshch et al., 2023). 

According to Mara (2021), a team’s collective human capital contributes to both 

individual and organizational productivity, national wealth, and long-term sustainability. 

HCT and the competitive advantage from the RBV point of view enable an organization 

to improve performance, competitive edge in the market, and aligns human capital’s role 

to focus on employees’ development (Tahir et al., 2015). As a result of this significant 

role of the human capital towards employee development, I consider the HCT a better 

choice to be used as the conceptual framework for this study than the RBV theory.  

Knowledge-Based View Theory. Another theory considered for use in this study 

is the knowledge-based view (KBV) theory. The KBV theory of the firm refers to the 

various knowledge-based actions and resources that can enable the building of firm’s 

internally oriented knowledge capabilities to be able to compete externally (Kaplan et al., 
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2001). KBV theory also emphasized that resources and capabilities based on knowledge 

are indeed critical in achieving sustained competitive advantage. The KBV theory arose 

from the seminal works of Drucker and Nonaka that led to modern organizations 

adopting a knowledge inclined strategy (Mbhalati, 2012). The modern organizations’ 

adoption from the strategic management literature builds upon and extends the RBV 

theory initially promoted by Penrose (1959) and later expanded by (Wernerfelt, 1984; 

Barney, 1991; Conner, 1991). The RBV theory as noted by the above authors relates 

strategy formation with competitive advantage, and the need to understand an 

organization’s environment. 

Strategy is required in the organizations including multinationals in implementing 

HCD programs to develop their employees. Hence when KBV is used as a theory of 

strategy, knowledge is conceptualized as resources that can be acquired, transferred, or 

integrated to achieve competitive advantage. For example, knowledge transfer stands out 

to be the key process of creating knowledge that can generate innovation and corporate 

value (Novianti, 2019). However, organizations can only generate innovation and 

corporate values when they can create, transfer, and use knowledge (Rezaei, 2021). 

Organizations would have to create the appropriate conditions to encourage employees to 

transfer their tacit, and explicit knowledge in the knowledge management process of the 

firm (Marques, 2019). In knowledge management practices, the tacit and explicit 

knowledge approaches exist (Lee, 2016) in identifying and managing knowledge in 

organizations. Tacit knowledge is unique compared to explicit knowledge, and more 

beneficial to organizations that want to be innovative (Kucharska, 2021, 2022). Tacit 
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knowledge can be converted into explicit knowledge as codified instructions to promote 

the sharing of knowledge across the organization (Linda et al., 2020). Hence, 

organizational factors such as abusive supervision (Farooq & Sultana, 2021), and 

unhealthy leadership styles should be discouraged to prevent knowledge hiding by 

qualified employees (Mubarak et al., 2021). Organizational leadership needs to 

encourage highflyer employees for them to share knowledge with others through 

reinforcements. 

Organizations can make better use of the tacit knowledge of individuals when 

identified as being specific and personal, produced and stored in people’s minds. 

According to Cammeraat et al. (2021), with the proper entrenchment of human capital, 

learning-by-doing is expected to happen more. Because the human capital represents the 

knowledge and skills people bring to an organization, developed through education and 

personal experience, it provides both tacit and explicit knowledge (Masoud & Nasrin, 

2013). Tacit and explicit knowledge approaches are both important in knowledge 

dissemination in the organization, and hence align with human capital management. 

Knowledge management philosophy in each organization can be improved when tacit 

knowledge is synthesized with knowledge management practices. The focus of the KBV 

theory is to assist organizations gain competitive advantage by converting tacit 

knowledge to explicit (instructions) knowledge (Zhao, 2019). And the HCT focuses on 

the investments in people through training and developmental programs, such as 

education, to increase workers' productivity and skillsets (Robinson & Pope, 2023). 
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Because this study focuses on employees’ HCD initiatives, HCT is more preferred for my 

chosen framework than the KBV theory. 

Innovation in Human Capital 

Education is one area that can promote innovation by improving the quality of 

workers, thereby increasing their human capital capacity. Innovative human capital is an 

important factor when considering the current global rapid development of knowledge 

economy and technology (Widarni & Bawono, 2021). Stewart (1997) stated that the 

primary purpose for an organization to venture into a human capital project is the 

innovation of new products, rendering of new services, and establishing timely business 

processes. To further emphasize the importance of human capital factors to innovation, 

Barney (1991) and Kogut and Zander (1992) revealed that the main factor driving 

innovation in firms is knowledge. Meanwhile, Barney noted that the success or failure of 

a business is basically determined by competition, that requires a company’s innovative 

and positive workplace operational culture to be accurately structured (Lubis, 2022). The 

RBV theory for example considers human capital a critical resource for firms to sustain 

competitive advantage and innovation (Barney, 1991; Fonseca et al., 2019; Sun et al., 

2020). The ability to use knowledge and focused it towards solving problems to generate 

solutions that supports productivity in gaining competitive advantage is termed 

innovation (Romero-Hidalgo et al., 2021). Innovation comes because of a problem-

solving process where an organization develops some knowledge to resolve the identified 

problem.  
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Innovation is typical of any industry across the regions of the world. In the O&G 

industry, innovation is a critical component in managing major disruptions to the 

movement of people, products, and services across the globe (Chinonso & Olaniyi, 

2022). Romero-Hidalgo et al. (2021) noted that innovation is the result of organizational 

knowledge management and collectively, amplify and accelerate the creation of value for 

the organization, better than any other strategy or business model. Linda et al. (2020) 

stated that, though knowledge management is not a critical determinant in the creation of 

innovation, its consideration as an input after implementing human capital to improve 

innovation is particularly important. Highly educated and skilled human capital plays an 

important role in an organization’s innovation and maintains a crucial relationship with 

its processes (Sun & Ghosal, 2020). According to De Winne and Sels (2010), Belgian 

startups relied mostly on general and specific on-the-job training as the main human 

capital factors that contributed to innovation. If a region’s market is to attain a higher 

level of productivity that is driven by innovation, the quality of its human capital must be 

more effective. According to Olusegun (2019), when an employee becomes productive, 

its contributions in the organization would not only enhance efficiency, growth and 

innovation but also foster the employee’s trust in the organization. Hence, it is important 

to measure the overall effects of human capital in an organization.  

Measurement of Human Capital 

Measuring human capital in an organization may assist the leaders to establish a 

conceptual base for job evaluation, aimed at improving the remuneration system in the 

organization. However, inconsistent measurements and inadequate standards of 
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evaluation to gauge the impact of human capital interventions are major issues 

surrounding human capital measurement in organizations (Bontis, 2001; Stiles & 

Kulvisaechana, 2003). Yeh and Kung (2013) noted that in a firm, the value of human 

capital can be measured in the context of productivity and its contribution to the firm’s 

operational performance. According to Yeh and Kung, in a typical industry, the value of 

human capital can be assessed by human capital indicators such as employee rewards, 

sales revenue, education, and the number of professional personnel in the industry in each 

period. Nevertheless, other organizations may approach human capital measurement 

differently.  

Whatever implementation procedure an organization may use to measure human 

capital, it should be better done for proper accountability. Meanwhile, Guest et al. (2000) 

affirmed that most organizations measure human capital investment by taking into 

financial measurement, customer satisfaction, productivity, job type, grade, gender, 

location, and measure of time as in terms of punctuality, and speed of attaining results, in 

line with the HCT. To buttress Guest’s affirmation, Marr’s et al. (2003) three reasons 

why organizations measure human capital are concerned with improving internal decision 

support. According to Marr et al., the first reason is to assist organizational leaders in 

formulating strategies centered on human capital key competencies which can be used to 

build a competitive advantage. The second reason is to improve the evaluation of strategy 

execution. And the third reason is concerned with determining the remuneration of senior 

leadership persons through integrating non-financial aspects aligned to human capital. 

Nevertheless, the major problem encountered in measuring human capital involves the 
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difficulty in performing such measurements due to its several individual components 

among which are, education, working experience, capacity, and motivation (Mariz-Perez, 

et al., 2012). As difficult as it is to measure, it is still important for every organization to 

understand the outcomes of its human capital interventions. 

Implications of HCD to Training and Development 

Improvement of Quality Service Delivered by Employees    

HCD is evident in the improvement of the quality-of-service employees deliver 

for an organization to acquire increased productivity. Isiramen (2020) stated that 

employees feel they have some moral obligation to their organization to deliver quality 

services after being invested in training and development. Isiramen also revealed that if 

organizations want to increase productivity, they will need to continue training and 

developing their employees to be more capable of rendering quality service. As a result 

of this, training employees should be a good investment in an organization, and the 

survival of a business is also strongly determined by the quality of service provided to 

customers. Therefore, organizational leadership should implement HCD such that 

employees are seen as resources instead of burdens (Amodu et al., 2017), and this is 

possible through the value creation of human capital and knowledge-/based initiatives.  

Value creation through human capital initiative is the direct involvement of 

human resources in the development of managerial talents, and organizational culture. 

Combining leadership and knowledge management process will enhance the 

development of human capital, an inimitable asset of any organization (Sakher, 2019).  

Hence, employees’ value creation initiatives should be able to reduce company’s cost and 
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increase company’s revenue for such initiatives to be regarded as valuable. Adagbabiri 

and Okolie (2020) agreed that the selection process for new employees needs to be 

thorough for efficient service delivery. Al-Bdareen and Khasawneh (2019) noted that 

workers' knowledge positively affects business performance, enables the achievement of 

company goals and objectives, and assists employees provide quality service to 

customers. Training can also enable employees to provide quality service. 

For Sustainable Literate and Experienced Workforce  

Training and development should help bridge workers’ knowledge and skill gaps, 

to gain experience and skill commensurate with the duties performed. Itam and Ghosh 

(2020) explained that organizations can identify better workplace practices through 

employee experience to better their ability in knowing the real needs of customers. The 

training and development programs in an organization can involve transforming their 

employees into a more literate and experienced workforce through on-the-job and off-

the-job training programs. In an organization, the source of training and development of 

skilled employees can arise from a professional environment that stimulates employees' 

knowledge as well as their competitiveness (Huselid & Becker, 2011). Morgan (2018) 

referred to employee experience as the sum of all interactions that existed between the 

workforce and the organization, and influenced by the employee’s daily physical space, 

working tools, and the culture of the organization. The loss of job-specific skills and 

experience can have an impact on productivity.  

The training and development programs in an organization involves transforming 

their employees into a more literate and experienced workforce through on-the-job and 
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off-the-job training programs. On-the-job training involves coaching by more 

experienced trainers in the plant or workshop, while off-the-job training is done outside 

the primary work area of employees to get their full attention (Huang & Jao, 2016). Both 

forms of training would enable employees to gain knowledge and work experience at the 

same time and make them more useful to the organization. The efficiency of employees 

may also be achieved through transfers within departments or branches and can enable 

knowledge exchange in the organization. Alomari et al. (2020) recommended that 

organizations be more focused on attracting experienced employees with higher degrees 

in their chosen fields and those more knowledgeable through working experiences in the 

bid to improve their human capital. Some problems that can work against employee 

retention, participation, engagement, and possibly reduce firm productivity are traceable 

to non-involvement of employees in decision making by organization’s leadership, loss 

of workers with job-specific skills and experience (Hoffman & Tadelis, 2021; Friebel et 

al., 2021; Moscelli et al., 2022; OECD., 2023). Poor people management skills can also 

increase employee quit rates leading to disruption to the production or services they 

provide, thereby making firms incur the costs of hiring and training new workers as older 

ones quit. Employee experience therefore may be the ultimate level of fulfilment that an 

employee can feel and derive from their day-to-day interactions with work in the 

organization. 

Encourage Employee Participation  

 HCD initiatives can support employees’ empowerment leading them towards 

active participation in the workplace. Employee participation refers to the opportunity of 
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involvement, extended to workers in the affairs of authority, operational activities, and 

decision making within an organization’s management (Ibini & Okonta, 2023). An 

organizational environment where employees can influence decisions and actions that can 

affect productivity in their line of work by allowing them to have their voice and 

contribute to the organization’s successes. Expectedly, employees shall appreciate being 

empowered and heard while operating in a rewarding environment. Robbins (2003) 

affirmed that employee participation is part of an overall concept of employee 

involvement referring to a participative process that uses the employee's total capacity 

designed for supporting increased commitment to the company’s success. The employee 

would be part of the organizational workforce set for achieving company objectives and 

goals, hence his participation is among the factors that can improve organizational 

performance. Cooper-Thomas et al. (2014) stated that setting a high level of expectations 

including performing frequent performance reviews can increase employee participation 

in the organization. HCD involves formal education and job training according to Becker 

(1964), while Silva and Garcia (2019) agreed that to ensure participation in global 

markets that can evolve into sound economic and social outcomes, nations must invest in 

peoples’ skills. The greatest organization’s resources are its people.  

Support Employee Retention   

Company leaders should make employee retention a priority to attract and retain 

the best talents on the job. Company benefits, employee attitude and job performance, 

including encouraging employees to remain in the organization for a long time can be 

termed as employee retention (Asikhia et al., 2022). According to Asikhia et al. (2022), 
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though skill retention is a strategic issue for the Nigeria’s O&G industry, the attitude and 

behavior of employees in the O&G sector in Nigeria signifies absence of skills retention. 

Talent retention is indeed a growing concern for today’s dynamic organizations, and its 

importance is linked to the huge cost involved to a company in recruiting a replacement 

when an employee leaves (Ashraf & Siddiqui, 2020). Workplace culture and leadership 

have a positive effect on engagement. Organizations may strive to lower the costs 

associated with employee recruitment and retention by creating a suitable environment 

that engages employees for the long term.  

Employee retention is a systematic effort that organizations use to ensure their 

working environments encourage their workforce to remain in their employment by 

providing policies and practices for a favorable working culture (Mathimaran & Kumar, 

2017). According to Mathimaran and Kumar (2017), employee retention strategies are 

important to organizations to prevent loss in investments of HCD components such as 

time spent in training, knowledge drain, and recruitment. Organizations that embrace 

HCD programs such as training and development practices can retain employees, and 

stakeholders, and continuously maintain improving their employee retention strategies. 

When organizational leaders make employee retention a priority it may increase 

productivity and gain a competitive advantage.  

Oseghale (2018) implicitly stated that O&G organizations in Nigeria should strive 

to create and sustain a competitive advantage in the competitive oil industry by attracting 

and retaining qualified talented employees through training and development programs. 

Oseghale further stated that retaining qualified talented employees is part of a long-term 



42 

 

retention strategy training plan in the oil industry. In the O&G industry, organizations 

have been known to compensate workers for employee retention through financial 

incentives (Friday & Mlanga, 2019). According to Friday and Mlanga (2019), the 

industry would need to do more in this regard to prevent talent drain, by being more 

aware of available compensation strategies. Employee retention can be achieved through 

increased learning and development opportunities (Friday & Mlanga, 2019), which are 

the components of HCD. Organizations can be successful if positive and motivated 

employees are retained. 

Importance of HCD to Employee Productivity 

Having Employees Become Highly Productive 

The productivity of skilled and qualified employees in an organization might 

increase due to their qualifications, experiences, and tacit knowledge, making them 

efficient human capital. Productivity along with job performance is the strong outcome of 

effective motivational factors and can be increased when employees are motivated (Uka 

& Prendi, 2021). Becker’s (1964) HCT involves the development of employee skills 

through education, and the effect of wage differentials influence workers’ productivity. 

According to Kampelmann et al.’s (2018) review of Becker’s work, a highly educated 

worker is assumed to be more productive, and hence earns more wages when compared 

to less-educated counterparts in the same organization. Education is a key component of 

HCD and contributes to productivity, as it enables the employee to improve in their 

quality and capabilities through effective use of knowledge. Aligned with HCT, formal 

education is accepted as productive investment in human capital (Becker, 1964). In a 
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typical organization, a highly skilled worker can perform any job role, however, the 

employee would be more productive in high-skill job types.  

In a high-risk industry environment such as found in the O&G sector, high-skill 

jobs are expected to be performed by highly skilled employees. Training and 

development is an effective tool to help increase employee’s productivity. A well-trained 

and developed employee can become more skilled, knowledgeable, and confident in his 

or her abilities, leading to higher productivity levels. Imandojemu et al. (2020) suggested 

that countries need to strengthen their human capital thereby preparing their workforces 

for higher skilled jobs of the future, and to be able to compete effectively in the global 

economy. In the case of Nigeria, to sustain economic growth, the nation’s economy needs 

to reinvigorate investment in improving the level of HCD. The federal government of 

Nigeria would need to scale up the budget to provide enough capital for the education 

and health sectors respectively Imandojemu et al. also called for the sensitization of the 

public for the people to understand the danger of overpopulation and the benefits of 

family planning, including sex education to control fertility rate. This is based on the 

premise that employees would have peace of mind to excel in their daily routines and 

work balance, making them more productive. Hence, efforts of organizations to increase 

employees’ knowledge, enhance skills, productivity and stimulate resourcefulness of 

individuals can improve HCD. Hence, HCD can be any activity that can improve 

employees’ productivity such as advancing educational knowledge and obtaining on-the-

job learning experiences at the workplace.  
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Increased Organizational Productivity 

HCD is an important component of productivity which also involves the use of 

and a tangible asset towards the realization of a company’s products. Productivity of an 

organization can be increased through the continuous emphasis and improvement of its 

firm-specific skills from on-the-job training (Becker, 1962). Productivity of employees 

increases through training and development programs, and in turn increases the overall 

company’s productivity (EL Hajjar & Alkhanaizi, 2018). Therefore, organizations should 

promote HCD programs to empower their workforce. Olusegun (2019) established that 

management of the O&G companies may decide to enhance human capital systems and 

hence employees’ productivity if the workforce is willing to challenge workplace issues 

and decision. To increase organizational productivity, even the domestic firms including 

the indigenous O&G companies are tempted to adopt new and advanced technology and 

upgrade the skills of their workers (Dao et al., 2023). For skilled labor, Human capital is 

a determinant of productivity level in an organization, and hence HCD is a catalyst for 

innovation and the attainment of organizational set goals. Okunade et al. (2022) noted 

that suitable investment in human capital accumulation encourages productivity growth, 

through improvement of research and development to spur growth in physical capital.  

Productivity is the ratio between output and input, and hence to attain higher 

productivity, the organization would have to reduce its input resources. Musgrove et al. 

(2014) affirmed that when the productivity of an organization is determined by the efforts 

and engagement of its workforce, to achieve ultimate business success from their 

operations, organizations' leaders may have to make plans for increased productivity 
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(Osborne & Hammoud, 2017). Employee productivity is fundamental to the growth, 

profitability, and continued existence of any organization, and it is impacted by the 

quality and practices of the leadership style of its leaders (Olayisade & Awolusi, 2021). 

To increase productivity, Konings and Vanormelingen (2009) suggested that 

organizations should consider training as a fundamental and effective instrument to meet 

set goals and objectives. The suggestion from Konings and Vanormelingen confirms the 

interwoven relationship between the HCD training component and productivity. HCD is a 

catalyst for innovation and the attainment of organizational set goals, and according to 

Benhabib and Spiegel (2003), for skilled labor human capital is a determinant of 

productivity level in an organization.  

Increased Organizational Profitability 

When employees are well trained and developed operationally, they will attain job 

satisfaction that can lead to organizational productivity and profitability. Profitability in 

an organization can be impacted by employee productivity, which is a function of input 

resources that relates to the level of production and business success (Oluoch, 2019). 

Improvements in employee participation can increase overall profitability leading to 

successful organizational goal attainment. Hansson (2009) stated that human capital is a 

productive capacity for national growth towards the improvement of the living standard 

of the people over time, an individual’s earning capacity, and for the organization’s value 

creation and profitability.  

Organizations may experience enhanced profitability from their operations when 

equipped with a well-trained and operationally developed workforce. The quality of 
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employees and level of development attained from training and education are essential 

components in determining long-term profitability (Ethelmary et al., 2019). Obiekwe and 

Nwaeke (2017) agreed employee training and development is a work activity when 

carried out by organizations can contribute to the overall effectiveness and profitability of 

an organization. To determine the extent of training involvement in an organization and 

its impact on profitability, a proper evaluation of the training quality and cost should be 

conducted by leadership (Pineda, 2010). Agbi et al. (2020) revealed that human capital 

efficiency has a key role in determining the profitability of O&G firms in Nigeria. 

Agreeing with the writer, when proper investment is made in human capital, the resultant 

effect is maximum efficiency, which increases profitability.  

Provides Sustainable Organizational Development 

With advanced technological changes, increased global awareness, and market 

uncertainty, organizations may want to consider options for their future development. 

Development is defined as the process of impacting the building capacity and capability 

on an employee and hence the whole organization to meet standard performance levels 

(Antonacopoulou, 2000). According to Daniel (2019), organizations operate in a difficult 

and competitive market environment considered to be engulfed in rapid changes and are 

therefore encouraged to embrace human capital resources to face the challenge. 

Okumoko et al. (2018) noted that HCD has been described as an end of development, and 

hence investing in human capital would be a critical factor for long-term economic 

growth and improved productivity. Daniel (2019) encouraged organizations to review the 

pace of their developmental efforts toward ensuring better performance management 
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practices. According to Seleim et al. (2007), the elements of HCD such as training and 

team-work practices are evident in superior performances such that increased 

productivity can be translated as overall organizational performance and development in 

a firm. As long as people are still regarded as the most important intellectual capital, 

organizations should ensure that values and perceived differentiations are well driven to 

meet organizational objectives. Value and uniqueness are two critical dimensions of a 

firm’s human capital resources that may be used to neutralize threats through improved 

effectiveness and opportunities. 

Encourages the Development of Competitive Advantage 

Organizations should strive to implement strategies that will encourage 

employees to remain in employment. Employee retention in an organization is a function 

of its competitive advantage, which depends on the importance of HCD and the level of 

its contribution towards its attainment. Schultz’s (1993) definition of human capital 

relates its importance as a key element in the improvement of a firm’s assets and 

employee development towards increasing productivity as well as sustaining competitive 

advantage. According to Wright et al. (2005), to gain a competitive advantage, an 

organization must embrace the recommended strategies within its strategic plan to 

encounter and overcome external threats to be able to position itself in the marketplace. 

Wright et al. also suggested that such an organization would require its human capital as 

an internal resource for the realization of its competitive advantage. Sakis and Serafeim 

(2020) affirmed that the HCD is also an essential factor when considering hiring, train, 

manage, and retain high performing employees regarded as one of the key drivers of 
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corporate success and sustained competitive advantage. The HCD programs involve 

training and development of human resources to perform active roles in the organization.  

Competition has become a common phenomenon among companies in the global 

market, regardless of industry types. Marimuthu et al. (2009) stated that for an 

organization to develop a competitive advantage, the workforce should be leveraged as 

the essential tool in developing the strategy to drive higher value for the firm. To achieve 

this strategy, the workforce skills and knowledge should be comprehensively optimized 

through the involvement of HCD programs, which would enable the achievement of 

company goals and long-term survival. In the development of competitive strategies, the 

importance of HCD aligns with Porter (1980) for a firm to maintain a competitive edge, 

based on employees’ skills and training to produce the lowest-cost products, and to offer 

the lowest-priced services. According to Porter, the firm can also modify its products and 

services to meet the specific needs of customers with regards to quality, characteristics, 

and the related product differentiation strategy. Hence organizations should be interested 

in developing key product lines as one of the means to develop their key competencies. 

Nigerian Oil and Gas Industry  

Overview of the Nigerian O&G Industry 

Nigeria system of governance and the advent of O&G explorations as an African 

nation have been an important part of the country’s history to researchers. Nigeria is a 

democratically governed nation in sub-Saharan Africa with a total area of 923, 770 sq. 

km (Nigeria High Commission, 2022), and a population of 225,082,083 (United States 

Census Bureau, 2022). Nigeria has geographical borders with the Republic of Benin with 
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the Republic of Cameroon, with Republic of the Niger, Republic of Chad, and to the 

south with the Gulf of Guinea (Nigeria High Commission, 2022). The presence of oil in 

Nigeria in 1908 came from the exploratory activities in the Araromi area, located in 

western Nigeria by a German entity named Nigerian Bitumen Corporation (Nigerian 

National Petroleum Corporation [NNPC], 2021). The efforts of the company were later 

interrupted by the outbreak of World War I in 1914 (NNPC, 2021). According to the 

Nigerian National Petroleum Corporation (NNPC), when oil prospecting activities 

resumed in 1937, it was interrupted again by the Second World War. After the 

resumption of oil prospecting activities a decade later in 1947, concerted efforts led to the 

first commercial discovery in 1956 at Oloibiri in the Niger Delta (NNPC, 2021). Shell 

Petroleum made a direct investment of over 30 million naira, which is the Nigerian 

currency resulting in a monopoly of oil extraction at the time. Oil production and export 

activities in the Oloibiri field started in 1958 with a production rate of 5,100 barrels of 

crude oil per day (NNPC, 2021). The successful reentry into the oil mining activities and 

discovery of the first oil at Oloibiri opened the Nigerian oil industry in 1961 through the 

active involvement of multinationals such as Mobil, Agip, Safrap (now Elf), Texaco, and 

Chevron respectively (NNPC, 2021). The arrival of new entrants among the 

multinationals and domestic companies were given concessionary rights by the Nigerian 

government to explore and produce oil (NNPC, 2021). This increased to 2.0 million 

barrels of oil per day in 1972, and 2.4 million in 1979 leading to Nigeria attainment of the 

status of a major oil producer, maintaining 7th position globally in 1972, and graduated to 

6th position of largest oil producing country of the world in 2021(NNPC, 2021). 
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Nigeria is among the O&G producing nations of the world, located in the western 

part of the continent of African. Nigeria is the largest oil producer in Africa and has the 

largest natural gas reserves on the continent ranked as the world’s fifth-largest exporter of 

liquefied natural gas in 2018 (U.S. EIA, 2020). As at the end of 2019, Nigeria had an 

estimated confirmed crude O&G reserve of 37.0 billion barrels which made it the second 

largest volume amount behind Libya (U.S. EIA, 2020). Despite its position as a leading 

crude oil and natural gas producer in Africa, which is the mainstay of the country's 

economy, production is affected by sporadic supply disruptions. Due to the country’s 

dependence on O&G revenue, its economy is noticeably affected by crude oil price 

changes, while its non-oil revenue comprises only 3.4% of GDP, one of the lowest in the 

world (U.S. EIA, 2020). Most of the oil reserves in Nigeria are located along its Niger 

River Delta and offshore in the Bight of Benin, the Gulf of Guinea, and the Bight of 

Bonny (Effiong, 2010). Exploration continues, however, in other regions like Lake Chad 

basin for the hope of new discoveries. 

Nigeria has a gas-to-liquids plant at Escravos in the Niger Delta that started 

production in 2014 and operated by Chevron in partnership with NNPC under a 

production sharing agreement of (75%) and (25%) respectively U.S. EIA (2020). The 

name plate capacity is 33,000 b/d and can convert about 475 million cubic feet per day 

(MMcf/d) of natural gas into diesel, liquefied petroleum gas, and naphtha products 

primarily for export consumption (U.S. EIA, 2020). However, scant volume of the 

produced diesel is currently being blended with certain additives to run electrical 

generators and as fuel source in some vehicles used for field operations. 
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Concepts of Employee Training and Development in Nigeria 

The concepts of employee training and development in Nigeria may not be 

different from those of other countries that produce O&G. For example, an organization 

may need to embrace the concept of developing their managerial staff in specific areas 

such as having knowledge on the business environment, management principles and 

techniques, human relations, and specific industry analysis to better manage the 

organization (Badom & Girigiri, 2021), notwithstanding its location. However, the ability 

to optimally harness and make use of available and acquired resources may be different 

from country to country. As the most critical determinant of a nation’s economic 

development Nations should strive to develop and improve the potential of their human 

capital resources. 

Training has been a popular tool that has always been utilized by nations to 

encourage the development of its citizens. However, Steinmetz (1969) noted that training 

involves the use of a short-term training process specially designed to train non-

managerial personnel to acquire specific skills and technical knowledge for a particular 

job-related purpose. Steinmetz also noted that development involves the use of a long-

term training process specially designed to train managerial personnel to acquire 

conceptual and theoretical knowledge for general purpose activities. According to 

Campbell (1971), training refers to instructions in technical and mechanical operations, 

while development refers to philosophical and theoretical educational concepts. Training 

and development are the key components of HCD strategies. In Nigeria, the O&G 

industry is very much involved in training and development programs. Training and 
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development are a component of succession planning, making employees become fit to 

accept role in any organization within the industry (Hamilton & Oparanma, 2008). 

However, Obisi (2011) suggested that Nigerian organizations should invest more in 

training and development and should be based on business needs of the organization 

directed towards improving employees’ performance and increasing their knowledge 

thereby also benefiting the organization. The concept of training and development in 

Nigeria is a performance program that is professional, and competency based. 

Training and Development in the Nigerian Oil and Gas Industry  

The fuel scarcity or shortages of petroleum products are the results of 

inefficiencies in the downstream sector of the petroleum industry in Nigeria. The 

Nigerian educational system lacks basic amenities such as educational knowledge and 

technical training required to generate and provide its citizens the human capital skills 

needed for efficient operation and development of the O&G industry (Monday, 2015; 

Olukoju, 2014). The lack of required skills to efficiently and effectively manage the 

affairs of the Nigerian O&G industry to enhance petroleum sustainability to the economy 

has impacted negatively on the downstream sector operations in Nigeria (Olukoju, 2014). 

Among these inefficiencies are the lack of operational and administrative skills in 

running the refineries, securing pipelines and infrastructures to prevent exposing them to 

vandals, smugglers, corrupt officers, and involvement of rich oil mafia or cartels to name 

but a few (Adelabu, 2012; Chigbu et al, 2016). The country needs to do more in security 

for O&G facilities. 
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The involvement of HCD should be felt all over the Nigerian O&G industry. The 

evidence of a positive HCD in the Nigerian O&G industry can only be attained through 

the sustenance of increasing number of personnel with the required education, skill level, 

and problem-solving abilities necessary for industrial performance and economic growth 

(Monday, 2015). In Nigeria, the schools charged with training for skills acquisition are 

technical colleges established to prepare individuals to acquire practical technical skills 

and basic scientific knowledge (Ogundu et al., 2019). According to Ogundu et al. (2019), 

the partnership between schools and the industries in skills training of students in Nigeria 

has been recognized by industry stakeholders as an alternative option to achieve 

meaningful, and transferable skills. A petroleum training institution was among 

established training outlets to provide the much-needed technical manpower for the 

country’s O&G sector.  

Roles and Responsibilities of Oil and Gas Leaders in Nigeria 

The O&G industry consists of various forms of environmental and industrial risks 

that are inimical to its operations. As a result of this, Zuofa and Ochieng (2017) 

suggested that in managing offshore O&G projects, effective leadership in safety should 

be encouraged to decrease human errors and incident rates. The industry risks and 

uncertainties are characterized by extreme locations, harsh environmental conditions with 

large number of participants from diverse orientations including environmental and 

human challenges, hence effective management of safety regulations are in place and 

need to be followed (Zuofa & Ochieng, 2017). According to Ahmad et al. (2016), 

organizational management should provide regular training and education to their 
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personnel on operational systems so that they can create efficiency in operations and be 

backed with leadership commitment and development strategies. Leadership should 

develop safety incentive programs to inspire employees to embrace safety training and 

development in their area of operations. The management of human resources and its 

professionals in any organization are effective tools for leadership to enhance HCD for its 

teaming workforce (Navimipour et al., 2015). The human resource’s role is vital to 

people’s development in any industry. 

Organizations need to understand the level of empowerment each employee 

should be given to enhance an individual’s productivity. In terms of employee 

empowerment, developing an understanding of leadership strategies can assist Nigerian 

organizations to resolve issues and enhance capacity to achieve goals (Kesting et al., 

2015). According to Kesting et al. (2015), to be able to communicate an organization’s 

concerns for employees and discover new talents and organizational effectiveness, 

leadership needs to be initiative-taking with actionable plans. In most O&G companies in 

Nigeria, there have been complains of employees about restrictive and delayed 

promotional prospects of colleagues who believed had performed well over the appraisal 

period (Adagbabiri & Okolie, 2020; Baridula et al., 2019; Oduntan, 2020). Adegboyega 

and Olawumi (2021) hinted that some leadership styles support the improvement of 

employee productivity, while others impair productivity. Hence, it would be more 

beneficial for organizations to determine the prevalent leadership styles to maximize their 

employee productivity. 
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Transition 

In Section 1, I discussed the general and specific problem statements followed by 

the nature of the study, research question, and the interview questions. In this section, I 

also elaborated on the HCT as the conceptual framework in which the study is based. 

Next, I made use of the operational definitions to further explain and clarify key terms 

used in the study, and highlighted the assumptions, limitations, and delimitations 

subsections. I discussed the significance of the study followed by the review of the 

professional and academic literature, and the section ends with the transition of section 1.  

In Section 2, I reintroduced the purpose statement for the study and reviewed my 

role as the researcher, and the participants. Section 2 includes the research method and 

design, population and sampling, and ethical research. I presented the data collection 

instruments, and stated the data collection technique, including the data organization 

technique, and data analysis in this section. Next, I outline and discuss the study 

reliability and validity, and the section ends with a transition and summary of Section 3.  

 In Section 3, the application to professional practice and implications for change 

consists of the introduction for the section, presentation of the findings, applications to 

professional practice, implications for social change, recommendations for action, and 

recommendations for further research. Section 3 also involves discussions on the study 

reflections and conclusion.  
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Section 2: The Project 

Purpose Statement 

The purpose of this generic pragmatic qualitative inquiry was to explore strategies 

O&G leaders use to promote HCD training activities to increase employees’ productivity. 

The targeted population consisted of six leaders from several O&G organizations in the 

Niger Delta, Nigeria who had successfully implemented strategies to promote HCD 

training activities to increase employees’ productivity. The implications for positive 

social change include O&G leaders increasing productivity, which can attract capital 

investment to create employment opportunities for residents and increase local taxes to 

enable the increase of investments in communities’ projects to benefit citizens.  

Role of the Researcher 

My role as the researcher was as the data collection instrument. I collected data by 

interacting with the research participants during the data collection process. My role 

further included designing open-ended interview questions, recruiting participants, and 

the collection and analyzing of data. The role of the researcher as the current instrument 

is fundamental to the idea of collecting data, as the researcher is also the interviewer 

developing the data (Collins & Stockton, 2022). Hence, the researcher should understand 

self and the boundary limits of the researcher’s role. The researcher serves as the main 

instrument when conducting qualitative studies (Merriam & Grenier, 2019). I engaged 

participants through semistructured interviews, allowing the participants to respond 

effectively to the interview questions. I had no existing direct relationship with the 

prospective participants of this study. The only significant relationship I have had related 
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to the topic has been through my 25 years working career as field operations specialist / 

coordinator involved in training and development of employees, but not directly making 

the strategic decisions across the organization in Nigeria.  

My role as a researcher with regards to ethics was to conduct my research study in 

an ethical manner, and to adhere to the guidelines of The Belmont Report. The purpose of 

The Belmont Report is to establish three basic ethical principles ethical guidelines for 

researching human subjects, and they are (a) respect for persons, (b) beneficence, and (c) 

justice (Office for Human Research Protections, 1979).   

 Respect for persons requires that the researcher should view people as individuals 

of self-determination who can make decisions for themselves and provide protection to 

others (Office for Human Research Protections, 1979). Respect for persons also requires 

that the researcher should engage participants who are willing to participate in research 

involving human subjects voluntarily (Office for Human Research Protections, 1979). As 

the researcher, I provided the participants informed consent to help ensure participants 

understand that the research is voluntary.  

The principle of beneficence requires that persons are treated in an ethical manner 

by protecting them from harm and by making efforts to secure their well-being (Office 

for Human Research Protections, 1979). In this study, I ensured the protection of study 

participants by maintaining confidentiality. The study participants were represented by 

codes such as P1 without mentioning details that can lead to their identity.  

 The principle of justice requires that participants in research should have a sense 

of fairness in distribution of any research benefits or what is deserved with regards to 



58 

 

equal treatment (Office for Human Research Protections, 1979). I ensured that my 

selection of research participants was done fairly by giving organizational leaders fair and 

equal chances in no specific order of positions or title to voluntarily accept to participate 

in the study. Bias in research is the tendency to prevent unprejudiced consideration of a 

question and can occur at any phase of research such as in study design choice, data 

gathering, and data interpretations and results (Pannucci & Wilkins, 2010). Therefore, 

researchers should endeavor to mitigate bias during data collection and data 

interpretation. As the researcher, I mitigated researcher bias using an interview protocol 

and the member checking technique to limit the use of my personal lens during the data 

collection process in this study. I could also mitigate bias by reaching data saturation with 

five semistructured interviews. According to Yin (2018), three-to five participants sample 

from a population may enable the researcher to get to data saturation. The interview 

process for this study included an interview protocol. Interview protocol (see Appendix) 

is a step-by-step guide for conducting a series of interviews so that there is consistency 

during data collection process (Hunter, 2012). As the researcher, I made use of the 

interview protocol as a guide to engage in meaningful dialogue between the participants 

and myself during the interview process. I also used the same interview questions in the 

same order with all participants. According to Yin (2018), an interview protocol supports 

the establishment of a dialogue between the researcher and each participant and is used to 

help mitigate bias.  
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Participants 

The participants for this study consisted of six HCD leaders involved in 

developing strategies for training activities to increase employees’ productivity from 

O&G multinational organization operating in the Niger Delta region of Nigeria. I selected 

participants from Lagos, Warri, and Port Harcourt operational areas of the Niger Delta 

region. My research participants included six leaders from O&G organizations actively 

involved in exploring strategies to promote HCD training activities to increase 

employees’ productivity.  

Eligibility Criteria 

Participant eligibility criteria gave me, the researcher, an opportunity to develop 

recruitment strategies for research participants. The eligibility criteria for participants for 

this study were, participants should have at least 3 years working experience in 

developing successful strategies in training activities to increase employees’ productivity, 

be involved in making decisions on strategies used to promote HCD training activities to 

increase employees’ productivity, be a full-time employee at an O&G organization 

located in the Niger Delta region of Nigeria, and be willing and agree to participate in the 

study without expecting compensation in return. Participants eligibility categorization for 

data quality and high-quality research, is aptly required of a qualitative researcher, as it 

can effectively encourage the recruitment of research participants and enhance the design 

of eligibility criteria (Zong et al., 2021). Only the participants who met my eligibility 

criteria participated in this study. 
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Strategies for Gaining Access 

Following the step-by-step guide below helped me gain access to prospective 

participants. Gaining access to an organization is essential to the goal of recruiting 

participants. According to Peu et al. (2020), it is important for researchers to identify 

constituted authorities, obtain required consent, and gain access to research locations and 

participants through proper negotiations in a research project. However, I gained access 

to the participants through the following social media: LinkedIn, Facebook, and 

WhatsApp. I also used a purposeful sample from three major O&G organizations 

operating in the Niger delta region of Nigeria, by reading the profiles of network 

participants directly from their pages and grouped them according to their organizations. 

I communicated with the participants after identifying each of them from the social media 

networks mentioned above and their organizations’ websites, got their contacts, and then 

requested their voluntary participation in the study. I established communication with all 

participants online and maintained an open channel of communication. I followed up 

with all potential participants as needed until six participants were identified. 

After getting participants’ willingness on their voluntary participation in the 

study, receiving their names and contact information based on the eligibility criteria, I 

sent them invitation letters including the informed consent form. Participants who met the 

eligibility criteria, having understood the information in the consent form, and willing to 

participate in the study, were asked to respond to the invitation email with the phrase “I 

consent.” All participants who responded to the consent form as described above were 

contacted to participate in the study. The method for informing participants about their 
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involvement in a study is the use of an informed consent form containing information 

related to the purpose of the study, and it is the formalized standard in terms of giving 

information to and obtaining consent from research participants (Klykken, 2022; Miller 

& Boulton, 2007). The informed consent form was a mandatory requirement for this 

study.  

Strategies for Establishing a Working Relationship 

I developed a working relationship with the participants who responded to my 

letters of invitation containing the consent forms with the phrase “I consent,” by 

reintroducing myself and reaffirming the purpose of the study. Marshall and Rossman 

(2016) affirmed that the informed consent process raises the level of trustworthiness, 

which allows researchers to have adequate cooperation from participants. I built trust 

with the participants by protecting their names and those of their organizations and 

eliminating any identification tags that could identify them in the study. To further build 

working relationships with participants, I shared data by providing a summary of my 

interpretations of the participants’ responses for validation purposes during member 

checking. Though most qualitative researchers may not support data sharing due to 

concerns to not negatively affecting existing relationships between researchers and 

participants (Mozersky et al., 2020, 2021), it is however different when it is shared during 

member checking processes. Nevertheless, Mozersky et al. (2022) noted that, despite the 

concerns regarding breaching participants’ trust when data is shared, most research 

participants may want and expect their qualitative data to be shared. I only shared data 

during member checking activities. 
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I built trust by encouraging open communication with all participants. Sometimes, 

researchers may show some emotional display to build rapport and establish trust, 

though, empathy in professional settings can be experienced as a burden (Sterie et al., 

2023), hence it is usually discouraged. I ensured open communication and dialogue with 

the participants via phone, email, and Zoom video conference. However, the interview 

process was by Zoom video conference only. According to Zaugg and Davies (2013), to 

have a trusting relationship and increase participants willingness to participate in a 

research study, the researcher should make efforts to ensure open communication and 

dialogue with participants. My communication with participants remained open 

throughout the development of the study. Another step to improve my working 

relationship with participants was to provide the participants with an informed consent 

form prior to the interview in line with Walden University’s Institutional Review Board 

(IRB) requirements. The participant and researcher relationship during the research 

process needed to have confidentiality and trust. The researcher needed to provide early, 

clear explanations on the research objectives and confidentiality protection details. The 

researcher adhered to interview protocol guidelines while setting times and location for 

interview as agreed with participants. Interview protocol serves as a guide containing 

interview procedures, script with introduction and conclusion statements to be used at the 

interviews, interview questions, and alerts to remind the researcher to obtain informed 

consent from participants (Braaten et al., 2020). The personal identification information 

of participants and identification of the organizations remain confidential. I clearly 

communicated the research objectives to participants. I used the interview protocol 
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during the interview process. I also scheduled the interviews at days and times suitable to 

me and the participants. 

Research Method and Design 

Research Method 

The research method I chose for this study is qualitative. Qualitative, quantitative, 

and mixed methods are used to conduct research studies (Yin, 2018). Qualitative 

researchers attempt to gain an understanding of meanings of underlying phenomena 

through exploring the thoughts, opinions, motivations of participants related to the 

phenomenon under study (Faryadi, 2019). Qualitative study investigates how people 

make sense out of their own, real-life experiences in their own minds and words. Busetto 

et al. (2020) noted though some research critics highly criticize qualitative research, it 

helps to answer questions that cannot be answered quantitatively. Researchers use the 

qualitative research method to access its richness and depth, which can allow the 

researcher to gain insights into how participants interpret and make sense and meaning of 

their own experiences (Bleiker et al., 2019). Qualitative research is an important 

approach when revealing the feelings, perceptions, attitudes, values, and beliefs of people 

whose feelings and experiences on phenomena can only be done through the narration of 

their own stories, and cannot be quantified (Mwita, 2022). The qualitative method was 

appropriate for my study, as it enabled me to understand the meanings of underlying 

reasons, thoughts, opinions, perceptions, and motivations of participants through 

interviews to address my research question. Through data gathering techniques such as 

interviews, observations, and field notes, qualitative researchers seek to understand 
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phenomenon by observing the natural context and listening to the perspectives of the 

various research participants (Taguchi, 2018). I chose the qualitative research method 

because it enabled me to explore context of my research question and the meaning and 

behavior of the phenomenon through in-depth, open-ended, interpretive questions by 

gaining perspectives of participants.  

Quantitative researchers collect numerical unchanging detailed data dealing in 

numbers, logic, and an objective stance, to quantify and analyze data as variables for 

testing hypothesis to establish cause and affect relationships (Mohajan, 2020). In the 

quantitative research method, researchers ask closed-ended questions and test hypotheses 

through quantitative measurements and statistical analysis. Therefore, as my study did 

not involve testing hypotheses, the quantitative method was not suitable for this research 

project.  

Researchers use the mixed method by integrating quantitative and qualitative 

components in the same study (Yin, 2018). I did not use mixed method as the quantitative 

aspects of mixed method are not necessary to address my research question, and not 

appropriate for the interpretive and explorative approaches this study required. Mixed 

method research was also not a suitable choice for my study. Mixed method researchers 

combine quantitative and qualitative research methods elements in the same study 

(Hewlett & Brown, 2018). These elements are best suited to answer the research question 

where the qualitative or quantitative method alone is insufficient.  
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Research Design 

The qualitative research designs I considered were pragmatic inquiry, multiples 

case study, ethnographic, and phenomenological. The qualitative research design chosen 

for this study was the pragmatic inquiry. I selected the pragmatic inquiry design for this 

study because it allowed me explore strategies O&G leaders use to promote HCD training 

activities to increase employees’ productivity. A pragmatic approach allows the 

researcher to choose from the wide range of research methods–a strength of pragmatism 

that has several advantages for social science research (Kaushik & Walsh, 2019). The 

pragmatic qualitative inquiry design refers to an empirical inquiry for the investigation of 

a contemporary phenomenon, through actionable knowledge and the recognition of the 

link between participants’ experiences (Kelly & Cordeiro, 2020). Among the central 

tenets of pragmatic inquiry, is the perspective that research should emanate from a desire 

to produce useful and actionable knowledge with relevance to the researcher’s line of 

action, as a response to a problem (Kelly & Cordeiro, 2020). As the researcher, I needed 

to have a general understanding of human experience towards the study’s phenomenon. 

The multiple case study design was not suitable for this study, as I did not intend 

to go through gate keepers to give consent before assessing participants, which would 

have been time-consuming. Yin (2018) defined case study as an empirical inquiry to 

investigate an in- depth contemporary phenomenon in its real-world context where there 

are no clear boundaries between the phenomenon and the context. Researchers use 

multiple case study designs to explore in depth a program, an event, an activity, and a 
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process bounded by time and place from one or more individual’s perspectives (Yin, 

2018). The case study design was not used for this study. 

Researchers use an ethnographic research design to collect data from prolonged 

observations and interactions with participants’ culture or social group under study and 

analyze data from a population in their social group and cultural setting (Sharma & 

Sarkar, 2019). I did not use the ethnographic research design for this study as a focus on 

social and cultural interactions of participants was not aligned with the proposed study’s 

research question. Kruth (2015) also affirmed that ethnographic researchers observe 

human behavior, investigate human experiences, and explore cultural phenomenon on a 

long-term basis. Hence, ethnographic research design was not suitable for my study as I 

did not plan to investigate extended participants social relationships and cultures to 

answer my research question. 

Researchers use the phenomenological design to understand the personal 

meanings of the lived experiences of the participants related to the phenomenon under 

study (Sibeoni et al., 2020; Tomaszewski et al., 2020). The focus of phenomenological 

researchers is on the study of lived human experiences to understand how people 

interpret these experiences. The phenomenological design was not appropriate for my 

study, as I did not seek to gain an understanding of personal meanings of the lived 

experiences of the participants in providing answers to my research question. 

Data saturation was a critical aspect of my data gathering process in this study. 

According to Fusch and Ness (2015), data saturation is that point in a data collection 

process where the research produces no new information regarding the phenomenon 
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under study.  To help ensure data saturation the researcher performed member checking 

by requesting the interview participants to review the researcher’s summary 

interpretations of their responses for accuracy, completeness, and as part of the study’s 

data validation (Birt et al., 2016). I used member checking for data saturation by 

providing a summary of my interpretations of the participants’ responses for validation 

purposes. 

Population and Sampling  

This study’s population consisted of six leaders from O&G companies who are 

involved and had successfully implemented strategies to promote HCD training activities 

to increase employees’ productivity. I used the purposeful sampling technique to find 

participants from the Niger Delta region of Nigeria. Purposeful sampling is the technique 

for selecting participants with experience and or knowledge to provide rich information 

regarding a phenomenon under study and address the research question (Guetterman et 

al., 2020). Purposeful sampling enabled me to identify six participants based on the study 

criteria and on their knowledge on the phenomenon which helped me to answer my 

research question.  

Purposeful sampling technique was the choice for this study. Purposeful sampling 

technique is appropriate for qualitative research and case studies as it allows researchers 

to identify participants who share the same experience of a central phenomenon of study 

(Kalu, 2019). I used purposeful sampling to recruit at least six leaders from three 

organizations having in-depth knowledge and experience in training and development, 

providing enough information to collect strategies to promote HCD programs. Kegler et 
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al. (2019) noted that in purposeful sampling, a participant’s knowledge of the study 

phenomenon are important attributes to consider by researchers when selecting research 

subjects who can best respond to the research question. Data saturation occurs when 

researchers do not identify new information, codes, insights, categories, or themes from 

participant responses and within the sampling group (Champagne et al., 2014; Lincoln & 

Guba, 1985). I did not seek more data as new information, codes, insights, categories, or 

themes from participant responses were not identified. 

To achieve data saturation with six participants, I asked open-ended questions, 

followed-up on any new information from participants’ responses, reviewed company 

documents such as training and development bulletins, and further insights on the 

phenomenon that might have emerged during and after the interviews. I reached data 

saturation with six participants with the volume of information I encountered in the study. 

If data saturation was not reached with six participants due to new information, I would 

have conducted further interviews until saturation was reached. During a study, 

researchers should conduct additional interviews as required until saturation is reached 

(Brod et al., 2009; Rubin & Rubin, 2012). According to Robinson (2014), between three 

and 16 participants in a qualitative study is sufficient to achieve data saturation. Noohi et 

al. (2016) emphasized that the number of participants for a study may change during data 

collection process depending on the volume of data on the study phenomenon required to 

answer the research question. In line with Noohi et al.’s assertion, Roy et al. (2015) also 

affirmed that in a qualitative study, a researcher could achieve data saturation with three 

to five participants. Hence, I conducted six interviews to reach data saturation. 
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The interview setting for this study was Zoom conferencing, which made 

participants more comfortable, encouraged greater participation, and enhanced 

confidentiality. Zoom is a virtual communication platform that allows users to connect by 

video, audio, phone, and chat with the aid of supported devices through a downloadable 

Zoom Client for Meetings portal, after creating personal accounts in the network (Zoom 

Support, 2022). I established communication and solicited participation with selected 

participants by emailing the letter of invitation to have an information session via Zoom. 

With regards to the meeting medium, I asked the participants to be in a location that was 

quiet, private, and free from interruptions, which further enhanced the quality of 

interactions with participants. According to Cairney and St. Denny (2015), interview 

settings can enhance a participant’s response and quality of information. I informed 

participants that I would be recording the audio interviews to guarantee the accuracy of 

the collected data when transcribing and conducting data analysis. Sutton and Austin 

(2015) noted researchers are more committed to an interview with participants and 

manage data collection effectively when the audio interview session is recorded. The 

interview session for each participant was planned to last 60 minutes, which was subject 

to change depending on the interview process flow.  

Ethical Research 

To adhere to ethical requirements in this qualitative study, I arranged separate 

meetings with each prospective participant to introduce the consent form concerning their 

participation in the study. Marshall and Rossman (2016) affirmed that the informed 

consent process raises the level of trust and allows adequate cooperation between 
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researchers and participants during the interview. Daku (2018) noted that it is the 

responsibility of qualitative researchers to adhere to ethical standard principles in 

participants’ recruitment, when obtaining informed consent from participants, protecting 

participants' privacy and confidentiality, and minimizing harm and conflicts of interest. I 

adopted The Belmont Report to guide the ethical representations for my study. 

The Belmont Report established basic ethical principles to provide protection for 

researching human subjects (Office for Human Research Protections, 1979). In this study, 

I began the collection of data after receiving approval from Walden University IRB, 

identified, and obtained contacts from all participants. I sent the informed consent form 

and the letter of invitation to each potential participant by electronic mail for them to 

indicate their acceptance and consent to participate in the study before conducting the 

interviews. After emailing the informed consent form to the prospective participants, only 

those who acknowledged their agreement with the consent form were allowed to 

participate in this study. Kamp et al. (2019) stated that a mandatory requirement of the 

researcher in the informed consent form process is to clearly state that participation is 

voluntary, and that participants can withdraw from the study at any time and for any 

reason by emailing me at my Walden email account. All participants in this study were 

interviewed, and none among the six participants was withdrawn. According to Gu et al. 

(2019), ethical research practices allow participants to withdraw from a given study at 

any time without saying the reason. Other information that needed to be made clearer in 

the consent form process were the study’s purposes, potential risks, and possible benefits 

to participants. I informed participants that there will be no monetary incentives for 
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participating in the research. Participants only received emails expressing my 

appreciation for participating in the study after the interview and member checking 

process. 

In this study, I ensured the protection of study participants by maintaining 

confidentiality. The study participants were represented by codes such as P1 without 

mentioning details that can lead to their identity. Lee (2018) maintained that 

confidentiality of participants can be ensured with unique identifiers. The companies’ 

names for this pragmatic inquiry shall not be represented by any codes, and no mention 

of details that can lead to their identity. According to Moustakas (1994), ethical standards 

in research involve the establishment of clear agreements with the participants and 

recognition of the importance of informed consent and the significance of confidentiality. 

I stored collected data in password protected flash drive only accessible to me. The flash 

drive is stored in a locked fireproof safe located in a private room at my residence to 

further protect confidentiality of participants. After 5 years, the data will be permanently 

deleted. Electronic data will be deleted from my flash drive by reformatting the flash 

drive to permanently erase all data, and the paper data will be shredded.  

Data Collection Instruments  

I was the primary data collection instrument for this pragmatic inquiry. I collected 

data through semistructured interview using an interview protocol guide (see Appendix), 

academic and professional literature on training and development activities. The 

semistructured interview is a process that allows interviewees to have flexibility when 

responding to follow-up questions on new ideas encountered during an interview (Ergul 
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Sonmez & Koc, 2018). I used semistructured interviews because it allowed me to use 

predetermined questions, asked probing questions, and followed-up to new ideas that 

emerged from participant’s responses. 

The researcher being the primary data collection instrument in the interview 

process ensures collected data reflects the participant’s views and not the researcher’s 

(Carlson, 2010; Kawulich, 2005). I developed an interview protocol document (see 

Appendix) that served as a guide for me when conducting the semistructured interviews. 

The interview protocol consisted of procedural steps that helped in facilitating the 

interview process with each participant in a consistent manner. The steps ensured the 

participant responses aligned with the research questions during data collection. Also, 

included in the interview protocol were the interview questions, my contact information, 

the purpose of the study, the interview medium, the action steps to take during the 

interview to encourage and sustain participants’ participation, and script of what to ask 

before and after the interview. According to Goodell et al. (2016), the interview protocol 

contains outlined procedures interviewers should follow to ensure consistency in an 

interview process. I adhered to the interview protocol guidelines and performed member 

checking, to ensure collected data reflected the participant’s views and not the 

researchers, which helped mitigate bias.  

I performed member checking with each participant to enhance reliability and 

validity of the data, to validate information obtained during the semistructured 

interviews. Member checking involves requesting the interview participants to review the 

researcher’s summary interpretations of their responses for accuracy, completeness, and 
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as part of the study’s data validation (Birt et al., 2016), and to reach data saturation. I 

provided my interpretations of the participant responses for review. I followed-up with 

email reminders to each of the participants for a period of 2 weeks after transcribing and 

interpreting the transcripts. I did this for them to further discuss and update any 

inaccuracy observed between their responses and my interpretations and validate the 

collected data through the member checking process. All participants responded with 

email messages to validate the collected data by the member checking process. If there 

were no responses from participants that were asked to review my summary 

interpretations for changes in respect of their answers to the interview questions within a 

period of 2 weeks, I would have sought for the replacement of that participant. 

Qualitative researchers commonly use member checking method to increase the validity, 

evaluate the credibility of study results through participant’s checks for accuracy and 

quality on interpreted data (Birt et al. 2016; Raskind et al. 2018). The quality of 

interpreted data is vital to the development of a successful research study. 

Data Collection Technique 

The primary data collection technique for this study was semistructured 

interviews to enable me to meet the objectives of the research question. After receiving 

IRB approval, I contacted prospective participants selected through purposeful sampling 

and who met the eligibility criteria for participation in the study. I invited the interview 

participants to participate in the semistructured interview and provided each of them with 

the informed consent form. Participants who emailed me back with the phrase “I consent” 

were contacted to participate in the study. The semistructured interview lasted for about 
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60 minutes with each participant and was conducted using Zoom video conferencing 

application. 

The interview protocol (see Appendix) was used as a guide during the interview 

process. The interview protocol guide further assisted me to focus on the interview with 

each participant and maintained consistency with the questions during the entire 

interview process. To maximize interview consistency, qualitative researchers should 

develop and follow the guidelines of an interview protocol, which can lead to greater 

reliability of the qualitative research process (Goodell et al., 2016; Larrinaga, 2017). The 

semestructured interview technique is more beneficial to the qualitative researcher when 

guided by an interview protocol. 

The advantages of the semistructured interview technique are to (a) assist the 

researcher to gain insights into participants’ perspectives, experiences, and knowledge to 

answer the research question, (b) allows participant flexibility when responding to 

probing or follow-up questions that emerged during the interview, and (c) to clarify 

unclear interpretations from participants responses (Castillo-Montoya, 2016; Yin, 2018). 

The semistructured interview has disadvantages such as (a) time constraints to conduct 

the interviews, (b) interviewees can be emotionally biased and provide responses on what 

they think the interviewer wants to hear, and (c) there can be disagreements between both 

parties regarding the choice of time and place (Cridland et al., 2015; Turner, 2016).  

The semistructured interview was conducted by Zoom video conferencing as 

agreed by both parties. I recorded the participant interview sessions using the Zoom built-

in audio recorder through my personal laptop computer. In the Zoom video conference, I 
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will click off the video to do only the audio recording in order to be in compliance with 

Walden University IRB requirements. I used my Samsung Galaxy J6 plus smart mobile 

phone as a back-up audio recording device. I transcribed the interview via a Microsoft 

Word 365 document a few days after the interview was completed. After the data 

collection and my field notes were reviewed to identify similar themes, I drafted a 

summary of my interpretations and emailed to the participants to verify and clarify my 

interpretations with their responses to the interview questions.  

Data Organization Technique  

I categorized and organized data in the flash drive and labelled the data as 

participants, public, academic, and professional literature folders accordingly. Korhonen 

(2014) noted that a critical component of research data management is data organization 

along with the flexibility of how researchers can access, store, evaluate, and 

communicate research findings. I categorized and organized data by establishing a main 

folder on my computer with sub-folders for each participant named P1to P5, public 

document, academic, and professional literature respectively for faster accessibility 

before transferring them to the flash drive. Most written information is stored as word or 

pdf files accordingly, while other documents were scanned. The approach for the creation 

and identification of central and sub folders to store and organize raw data in a research 

study is an important resource for researchers (Nowell et al., 2017). I stored collected 

data in password protected flash drive only accessible to me. The flash drive shall be 

stored in a locked fireproof safe located in a private room at my residence to which only I 

will have access for a period of 5 years to further protect confidentiality of participants, 
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after which the data can be permanently deleted. Electronic data will be deleted from my 

flash drive by formatting it to permanently erase all data, and the paper data will be 

deleted by my shredding machine. 

Data Analysis  

I used methodological triangulation to obtain data credibility for the qualitative 

validity of the study. Methodological triangulation refers to the collection of data using 

different data collection methods to help gain multiple perspectives of the same 

phenomenon (Denzin, 2017). I collected data from semistructured interviews, academic 

and professional literature on training and development activities. I used Yin’s (2018) 

five phase data analysis process in this study. Yin’s five phases consist of (a) compiling, 

(b) disassembling, (c) reassembling, (d) interpreting, and (e) concluding. Yin’s five phase 

data analysis process is focused on the categorizing of data and coding to identify 

emerging themes –popularly referred to as thematic analysis. 

Compiling 

The collected data for this study was compiled using Microsoft Word 365. Yin’s 

data analysis model commences with the first step, which is to compile collected data 

into a format that enables researchers use in determining meaningful themes, patterns, 

and descriptions that answer the research question (Castleberry & Nolen, 2018). 

Castleberry and Nolen (2018) defined compiling to involve the process of organizing raw 

data for analysis in qualitative research. To effectively compile the collected data from 

the interview process using Microsoft Word, the semistructured interview responses were 

organized and transcribed into usable texts formats using Microsoft Word 365 editions. 
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When researchers review collected data repeatedly, it will facilitate their familiarity with 

the data, a critical characteristic of the compiling process (Castleberry & Nolen (2018). I 

reviewed collected data repeatedly and transcribed the semistructured interview 

responses the same day of the interview, and few days after. This was done to prevent 

loss of information and ensure correct transcription for the member checking review 

sessions to maintain quality data analysis. In addition, I organized the data in groups 

according to their data sources after reviewing the transcribed interview files, member 

checked interview interpretations, publicly available documents on HCD, academic, and 

professional literature on training and developments. As soon as the compiling process of 

the data was ended, I proceeded to disassemble the data. 

Disassembling 

In this phase, data was disassembled in codes of similar identities. Disassembling 

of the data in qualitative research refers to separating or taking apart specific groupings of 

themes, concepts, or ideas and code them in similar identities (Castleberry & Nolen, 

2018; Wulansari, 2019). Coding involves the conversion of raw data into usable data, 

allowing researchers the opportunity to identify common themes from various text 

interpretations (Austin & Sutton, 2014; Belotto, 2018). I disassembled the data into 

common themes, and similar word phrases, and I did this manually to further improve my 

familiarity with the data. The common themes, and similar word phrases were identified 

by color codes according to their similarities and representations on strategies for HCD, 

and answers to the research question. This coding process was repeated on all categories 
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of themes and similar word phrases until data saturation was reached, before 

reassembling of the data took place in the next phase. 

Reassembling 

In this phase, data was reassembled for identification. The third phase in 

structuring data analysis is reassembling data to identify patterns and themes (Tuapawa, 

2017). Cox and McLeod (2014) declared reassembling as the process of rearranging data. 

Reassembling consists of grouping codes to create themes, which may represent a 

patterned response or meaning within the collected data (Castleberry & Nolen, 2018). 

After data from semistructured interviews, publicly available documents on HCD, 

academic, and professional literature on training and developments have been 

transcribed, organized, and sorted by keywords and concepts, repeated themes emerged 

from coded data. Percy et al. (2015) noted that qualitative researchers can identify themes 

for data analysis by the repetition of words and phrases. After completing several 

iterations of coding, I highlighted keywords and themes, and then transferred the themes 

into a Microsoft word table of rows and columns. I created a reference list to compile, 

organize, and summarize the main concepts derived, and compared participants’ 

responses and any common relationships and themes that answered the research question. 

Tuapawa (2017) suggested that researchers break down data into smaller categories and 

focus on each category. I assigned each type or theme a name and, later, grouped the 

themes that support the research question. I used grouping to highlight the common 

themes of the participants to the phenomenon. When the coding and synthesizing of data 

was completed, I noted alignment by reviewing and comparing the data to the literature 
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and the conceptual framework. During the reassembling phase, I observed themes to 

answer my research question. 

Interpreting 

In this phase, data were interpreted to be familiar with their meanings. The fourth 

phase in structuring data analysis is interpreting data (Tuapawa, 2017). The goal of the 

interpreting phase is to become familiar with the meaning of the data (Castleberry, 2014; 

Tuapawa, 2017). Haines et al. (2015) specified that interpretation is extracting the 

meaning from and describing the implications of the data. After reassembling the data 

into patterns and themes, I continued to interpret the data. Researchers interpret the codes 

and develop themes in an analytical narrative of the significance of the findings 

concerning answering the research question findings (Castleberry & Nolen, 2018). 

Castleberry and Nolen (2018) cautioned researchers from simply restating codes or 

themes as interpretations and suggested identifying and aligning the interpretations with 

the research question. I reviewed all the identified codes and themes and discussed the 

relationships between the themes by ensuring the interpretations align with the research 

question. Qualitative researchers seek to correlate themes to the conceptual framework to 

ensure alignment between evidence from the data to conceptual framework tenets used in 

the research (Morse, 2015; Trainor & Graue, 2014). Vaughn and Turner (2016) surmised 

that to bridge the gap of knowledge to theory and practice, qualitative researchers should 

correlate the relationship between the evidence and the tenets of the conceptual 

framework. I confirmed alignment by reviewing and comparing evidence from data, 

literature, and conceptual framework as detailed in Section 3 of the study. 
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Concluding 

This was the concluding phase in the data analysis structure in the study. The last 

phase in structuring data analysis is concluding data where researchers represent their 

findings and conclusions using the concluding step (Tuapawa, 2017; Yin, 2015). 

Castleberry and Nolen (2018) explained researchers present their findings and 

conclusions as the final summation in response to the research question. To draw 

conclusions, I provided readers with text and tables from my interpretations and 

examples from data supporting my findings. In this qualitative study, I sought alignment 

between the findings and conceptual framework. After I developed my findings, I 

reviewed the extant literature for newly published articles related to my findings and to 

conceptual framework. I correlated my research evidence with the literature and any 

significant new changes to conceptual framework to support my study. After ProQuest 

might have published the study, I will provide each participant with a summary of the 

findings via email. 

Conceptual Software Application Plan 

I used Microsoft Word to organize and code the transcribed data. I used the 

Microsoft Word comments, tracking features, and macros to create coded text from the 

transcribed data. I created a table to contain the coded Microsoft text using Microsoft 

Word as well. I did not use the features of a Microsoft Excel spreadsheet, because it was 

possible for me to manually use the Microsoft Word-coded text tables to classify, sort, 

and analyze the data. This method gave me the great privilege to be more familiar with 

the data.  
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I selected the HCT as a conceptual framework and identified themes from 

semistructured interviews to understand the strategies leaders use to promote HCD in an 

O&G organization. Correlating the research findings with existing literature and the 

conceptual framework may help close the knowledge gap between theory and practice 

(Van Rijt & Coppen, 2017). I used Microsoft Word color functions to group, review, and 

compare similar codes to correlate the themes to HCT and the existing literature findings 

to analyze and interpret the data.  

Reliability and Validity  

Reliability 

For this study, I discussed reliability by addressing dependability. However, 

Lincoln and Guba (1985) affirmed that dependability for qualitative research is 

synonymous with reliability for quantitative research. Dependability refers to the 

consistency and reliability of the research findings and the degree to which research 

procedures are documented, allowing someone outside the research to follow, audit, and 

critique the research process (Castleberry & Nolen, 2018; Korstjens & Moser, 2018).  I 

used methodological triangulation to ensure dependability by obtaining information from 

multiple data sources. Among the sources were interview data, public documents, 

academic and professional literature reviewed to explore strategies O&G leaders use to 

promote HCD training activities to increase employees’ productivity. Guba and Lincoln 

(1989) also noted that dependability in a qualitative study can be attained by researchers 

using triangulation. I also used the member checking process for accuracy, completeness, 

and as part of the study’s data reliability by requesting the interview participants to 
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review the researcher’s summary interpretations of their responses. The use of member 

checking of interpreted data by a qualitative researcher can also enhance a study’s 

dependability (Hadi & José Closs, 2016; Hays et al., 2016). The member checking 

approach was successfully used for this study. 

Validity 

 To address the question of validity for this research various ways were available 

to the researcher. Noble and Smith (2015) stated qualitative researchers seek to ensure a 

research’s validity through its credibility, confirmability, and transferability. Validity 

refers to the state of integrity and appropriateness of the research process and data to 

which the findings represent an accurate interpretation of the experiences of the 

participants, by establishing the trustworthiness of the study based on credibility, 

transferability, and confirmability (Lincoln & Guba, 1985; Spiers et al., 2018). 

Qualitative researchers use the term validity to judge the quality of the findings (Yazan, 

2015). Bashir et al. (2008) stated that validity in qualitative research is dependent on 

implementing verification strategies to ensure data is credible and trustworthy. Birt et al. 

(2016) noted that member checking and triangulation helped support trustworthiness and 

validity. I ensured trustworthiness in my study and presented accurate reflection and 

representation of my research data through methodological triangulation and performing 

member checking.  

Credibility 

As the researcher, I used methodological triangulation to ensure credibility of my 

study findings. Credibility refers to the level or degree of confidence the qualitative 



83 

 

researcher has in the truth of the findings that have emerged from the research study 

(Anney, 2014; Lincoln & Guba, 1985). Triangulation is a strategy a researcher can use to 

attain and enhance credibility of a research study (Smith, 2018; Yin, 2018). I also 

conducted member checking to ensure the quality of my data interpretation to attain 

credibility. Researchers perform member checking to increase the credibility of 

qualitative research (Raskind et al., 2018). Member checking is a means of validating 

participant responses and establish credibility from data interpretations to ensure 

accuracy of participants’ viewpoints (Madill & Sullivan, 2018). Considering the feedback 

from the member checking process, I adjusted the accuracy by using their changes to 

validate my interpretations to improve the study’s credibility. 

Confirmability 

I used methodological triangulation to enhance confirmability in my study. 

Confirmability refers to the degree study findings that could be confirmed or verified by 

others based on participant responses and not on the bias or personal inspirations of the 

researcher (Anney, 2014; Marshall & Rossman, 2016). Triangulation can be used to 

ensure confirmability in qualitative research (Cypress, 2017; Johnson et al., 2017). I 

ensured that my study findings reflected the shared perspectives and experiences of the 

participants. I reviewed all interview responses, transcripts with data interpretations, and 

performed member checking with each participant to ensure confirmability of my 

research findings.  
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Transferability 

I ensured transferability by using purposeful sampling to ensure a representative 

sample and data saturation. Sarma (2015) revealed transferability in qualitative research 

refers to how the researcher demonstrates that the research study findings are applicable 

to a similar situation, similar population, or similar phenomenon. Purposeful sampling 

helps qualitative researchers to establish transferability through the selection of 

participants who can provide rich information on the phenomenon to improve the 

research findings (Gentles et al., 2015). A purposeful sampling approach was more 

appropriate for my study to ensure effective transferability of my study findings. 

Data Saturation 

I verified data saturation after the collected data were coded and analyzed, and 

determined if no new themes, categories, insights, or perspectives for coding are 

apparent. Data saturation refers to that point in a data collection process where the 

research produces no new information regarding the phenomenon under study (Fusch & 

Ness, 2015). Champagne et al. (2014) and Lincoln and Guba (1985) also affirmed that 

data saturation occurs when researchers do not identify new information, codes, insights, 

categories, or themes from participant responses and within the sampling group. 

Meanwhile, according to Birt et al. (2016), qualitative researchers can achieve data 

saturation if they perform member checking. To further ensure data saturation in my 

study, I continued to interview participants until no new themes, categories, insights, or 

perspectives from coding participant responses and within the sampling group emerged.  
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Transition and Summary 

In Section 2, I discussed the following subsections: (a) purpose statement, (b) role 

of the researcher, (c) participants, (d) research method, (e) research design, (f) population 

and sampling, (g) ethical research, (h) data collection instruments, (i) data organization 

techniques, (j) data analysis, (k) reliability and validity, and (l) transition and summary.  

In Section 3, I discuss the following subsections: (a) introduction, (b) presentation 

of findings, (c) application to professional practice, (d) implication for social change, (e) 

recommendation for action, (f) recommendation for further research, (g) reflections, and 

(h) conclusions.  
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Section 3: Application to Professional Practice and Implications for Change 

Introduction 

This qualitative pragmatic inquiry study was to explore the strategies O&G 

leaders use to promote HCD training activities to increase employees’ productivity. The 

population for this study includes six leaders from O&G companies within Nigeria who 

had successfully implemented strategies to promote HCD training activities to increase 

employees’ productivity. I selected the HCT as a conceptual framework and identified 

themes from semistructured interviews to understand the strategies leaders use to 

promote HCD in an O&G organization, and the research’s implementation approaches 

may help reveal these strategies. The study data were collected through semistructured 

interview using open-ended questions, and an interview protocol guide (see Appendix). 

Data were also collected from academic and professional literature on training and 

development activities.  

To assist in collecting data, I conducted Zoom video conference interviews with 

six participants who are business leaders in their various organizations. For ethical 

reasons, only the audio content from each of the Zoom video conference interviews was 

recorded. The process of authenticating the validity and reliability of the collected data 

was by member checking and methodological triangulation. I used Microsoft Word 365 

automatic transcribing facility to organize and transcribed the audio data into usable texts 

formats. To be more familiar with the data, I manually extracted the codes from the 

transcripts and arranged them in table formats under codes, groups of codes, categories, 

group of categories, and recurrent themes. 
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Presentation of the Findings  

The research question that guided this study is: What strategies do O&G leaders 

use to promote HCD training activities to increase employees’ productivity?  The study 

findings were grouped into recurrent themes transcribed from interviews and field notes 

and by listening to the audio recordings at various times. The six participants were 

represented individually as P1, P2, P3, P4, P5, and P6 to secure their identities. After 

analyzing the transcribed texts, the extracted codes and categories, the findings indicate 

five themes as the strategies O&G leaders use to promote HCD training activities to 

increase employees’ productivity. These strategies are (a) skill gaps, competency, and 

training needs assessments, (b) on-the-job and off-the-job training, (c) providing 

mentoring to employees during learning and development initiatives, (d) employee 

motivation and leadership empowerment, and (e) overcoming barriers to HCD. Table 1 

indicates the themes that emerged from the interview, and the participants and response 

rates in percentages to each interview question answered leading to development of the 

themes.  
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Table 1 

 

Emerged Themes 

 

Theme Participants Questions Response rate 

Skill Gaps, Competency, and Training 

Needs Assessments 

 

6 

 

5 

 

100% 

On-The-Job and Off-The-Job Training 6 5 100% 

Providing Mentoring to Employees 

During Learning and Development 

Initiatives 

6 5 100% 

Employee Motivation and Leadership 

Empowerment 

6 5 100% 

Overcoming Barriers to Human Capital 

Development 

6 5 100% 

 

Theme 1: Skill Gaps, Competency, and Training Needs Assessments 

The participants discussed the skill gaps, competencies, and training needs to 

identify areas for employees’ training and developments in the O&G industry. Skill gaps, 

competency, and training needs assessments as related by the participants, indicated the 

inability of employers to provide the required skills to the employees as at when needed 

for the employee’s productivity growth, and improvement in other performance 

enhancements. The most distinct statement that emerged from all the participants was 

that this theme is a strategy for leaders to reinforce the use of feedback process, 

performance management process, learning management system, and competency 
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management system, for HCD. Participants P1, P2, P3, and P4, focus on the feedback 

process and the performance management process, while P6 and P5 focus on feedback 

process, and the learning management system respectively in actualizing this theme in 

their individual organizations.  

Meanwhile, P1, P2, P3, and P4 strategies are similar regarding the use of 

feedback process from employees and supervisors, and the performance management 

process to achieving this theme. P1 said, “one thing we look at within my organization or 

within my team is the deployment of what we call the 360° feedback, as well as customer 

survey exercise.” According to P1, “We use the feedback from this survey as a means to 

establish areas that will require some improvements in terms of skill development and 

technology support.” A similar view was explained by Participant P4 who said,  

If an individual is working under the mentorship of a senior colleague, once in a 

 while we get feedback from that colleague to know how you are doing. Then if 

 you are also working, you always get feedback from the customer you have sent 

 out to  go and render service to. We get feedback from your peers.                               

Although P6 uses the feedback process in a similar way to P1, P2, and P3, they also go 

further in identifying employees’ strengths and opportunities. P6 said “the organization’s 

team-supervisors, coach, observe the strengths, weaknesses, opportunities and threats and 

overall performance of employees, and provide feedback to leadership.” 

The competency management system, and the learning management system 

platform are similar tools to identify employees’ skill gaps, competency levels, and 

training needs. These tools are computer-based training programs that enable employees 
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carry out self-assessments on recommended soft skills courses to determine their skill 

gaps, competency levels, and training needs. P2 and P5 make use of these tools in similar 

ways within their respective organizations. P2 stated that,  

We carry out an assessment to determine the actual competency gaps of the 

 employees as it is related to their jobs and prioritize those gaps to be able to 

 deploy  learning initiatives that would improve performance. Additionally, P5 

 revealed that,  the training modules for these soft skills are  domiciled in the 

 learning management  system platforms where the employees can actually go and 

 conduct and undergo the training and acquire those soft skills and be able to apply 

 them. 

Respondents P1, P2, P3, and P4 held similar opinions on the use of the 

performance management system for this theme. P2 emphasized that, “the performance 

management system is a structured approach of appraising efforts and results of an 

employee, on how it relates to addressing business needs.” Participant P3 expressed 

employee performance ranking based on set goals, using the PMP. The outcomes are 

based on the performance metrics obtained yearly and identify employees who require 

training based on their capabilities. P3 noted the goals as, “alignment, inspired and 

alignment, building capacity, growth capability and getting results.”  

Theme 2: On-The-Job and Off-The-Job Training  

All participants in the interview recognized that online computer-based training, 

local and international training, in-field training, and equipment manufacturers’ vendors 

coming into site to train are among the training types that exist in their organizations 
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towards the development of their human capital. These training types form the 

components of on-the-job and off-the-job training programs. Though the level and scope 

of involvement may differ between organizations, P1, P2, P3, P4, P5, and P6 accepted 

on-the-job and off-the-job training programs to encompass all that their organizations do 

to develop their human capital. The participants in each of their responses during the 

interview session suggested that employees cannot be effectively trained without first 

assessing their skill gaps and competencies to identify training needs, as presented in 

theme one. 

 In terms of scheduling employees for training, P3 ensures that training courses are 

designed to enable employees to function well on tasks. P3 said, “We will not just form a 

team where all the teams are deficient of a particular training or a particular knowledge.”  

The employees’ numbers that will go for training for a particular year are prioritized in 

order not to deplete the workforce. P3 stated,  

Employees are scheduled for training from a pathway that they are going to 

follow and ensure that they are rotated, so that we will have a mix, like an on-the-

job-training and those on off duty, and still go for external training too. 

The human resources training department of P1 organization was responsible for 

providing computer-based training model, as well as on the job learning program for soft 

skills learning in relation to the job. P1 said,  

We also draw up Road maps for training as well as retraining to cover the entire 

work group, putting the training into various categories, looking at long-term, 
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short-term programs. Despite the lean workforce, one or more employees who are 

off duty attend some of these training courses. 

There is a close similarity between P1 and P3 strategies to balance workforce through 

engaging their employees that are off duty to be trained off-the-job. P4 has articulated 

their organization’s commitment to training as the key to promoting HCD, which is 

identified as preparing people for achieving organizational goals. Therefore, P4 sources 

and extends their training search from local to international trainers to obtain quality 

vendors anywhere in the world. P4 then confirmed that,  

Once that is identified, the leadership will also determine whether to bring the 

vendor into the country to train the personnel or to send the personnel abroad for 

the training, to the vendors location for training. 

Meanwhile, in contrast to the strategies of the other participants for this theme, P6 

reflected its years of experience in dealing with employees and boosting their 

productivity. To ensure their minds are refreshed and improved P6 said, “we position 

them or send them for courses sometimes - Local courses, and sometimes, international 

courses.” “I have to use three key strategies to build our workforce in their productivity 

because these areas affect a lot of their behavioral system to our organization.” P6 

presented their three key strategies as “knowledge capital development, social aspect of 

the human capital development, and emotional human capital development.” 
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Theme 3: Providing Mentoring to Employees During Learning and Development 

Initiatives 

 Participants discussed the provision of mentoring to employees during learning 

and development initiatives. All participants in the interview sessions acknowledged that 

mentoring employees in a learning and development program is among the best ways to 

develop human capital in their organizations. The responses of the participants suggested 

that employees training others in an on-the-job training, soft learning initiatives, 

exchange of ideas in employee swap programs, and the encouragement of teamwork are 

effective mechanisms for mentorship in O&G organizations. In P4 organization, 

mentorship exists among employees of the same rank working as peer groups in their 

organization. Participant P4 defined mentorship,  

Mentorship is when you are working under the guidance of somebody who has a 

better understanding of the task. So, the person is like supervising you, allowing 

you to do the task, telling you what to do. Give you the kind of coaching that you 

need to enable you to perform such task unsupervised. 

Coworkers with more experience and training should be able to train and share the 

knowledge for others to apply and use in their jobs.  

 P1 stages employee swap program for exchange of ideas between work groups or 

units in a mentorship program in their organization. P1’s idea of mentorship through 

group approach was like that of P4. However, the difference between their group 

approaches is that while P4 focuses on peer groups, P1 refers to work groups. 
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P1organization also relies on those personnel who attended international training to share 

knowledge in the mentorship program on their return. P1 commented as follows: 

We do some employee swap program to see how we can have what we call 

 exchange-of-ideas. So, swap programs means that you look within the 

 organization and see where you can deploy knowledge and apply in other units 

 and then have the employee from that unit deploy to my units, and then we use 

 that opportunity to exchange ideas. 

P6 noted that what they do most in mentoring employees “is to encourage 

teamwork, and division-of-labor amongst their workforces.” The importance of 

teamwork was emphasized in the interview sessions with participants. However, P6’s 

emphasis on teamwork suggested that creating division of labor in a workplace can lead 

to team effectiveness. P6 said,  

Now when you create the division of Labor, we structure people in such a way 

 that they can work as a team and then bring their emotions into play, all right! The 

 labor breaks them down to their specialty that allows them to build their 

 emotional connectivity to the best that they can do. 

Theme 4: Employee Motivation and Leadership Empowerment 

 Participants discussed employee motivation and leadership empowerment, 

focusing on the theme’s benefits in various ways. The most prominent benefits from 

participants’ responses are employees’ health and wellbeing, compensations, employee 

feedback, and education support. Others are diversity and inclusion, and team building. In 

discussing this theme, the participants agreed to the opinion that employees are motivated 
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when their voices are heard by leadership through employee feedback, and when their 

health and wellbeing is cared for. The feedback processes from employees filling out 

feedback forms involves their observations and experiences after attending training. P1’s 

comment on employee feedback as a motivation factor, “is for people to share their 

opinion about how you have performed, how you are faring in your operation, how you 

are faring on the job. And then you use that to also give back your own feedback and then 

maybe see where you also need to align with that feedback.”  

 Another area of employee motivation, though contrary to P1’s strategy, is to 

compensate employees who attend training in their free time when on off-duty, and to 

also invest in their health and wellbeing. The nature of jobs in mostly every O&G 

industry is field related, where employees have time-offs from job after spending time in 

the field locations. P2 organization compensates employees who attend training at their 

private time instead of company’s time. According to P2, “if you use your time off for 

training instead of being with your family, we use monetary rewards as an incentive to 

get employee buy-in.” Employees are also encouraged by providing them with rewards. 

In similar circumstances as with P2, P3 organization provides ‘recognition and award’ to 

employees for excellent performance as an encouragement in their organization, while 

performing tasks: “As they are performing, as they are working on their work on their 

daily life, we try to recognize performance and award them. So, when you do that, you 

motivate them.” 

 On employee’s health, and wellbeing, participants P6 stated, “We look at the part 

of their social human capital to invest in their health. We ensure that their well-being is 
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taken care of and encourage on steps that must be taken to improve their general well-

being.” P6 strategy of investing in their employees’ health and wellbeing is related to that 

executed in P1 organization, but in different form of benefits. P1 said “one thing that we 

also do within my team that I ensure that we get going is to ensure that we provide the 

support for employees’ education, and continued learning to help enhance their 

knowledge and growth within the organization.” The responses from the participants on 

this theme suggest that when employees are better motivated and encouraged by 

leadership, will perform at their best. 

Theme 5: Overcoming Barriers to Human Capital Development 

 The greatest contributing factor to the growth and development of a nation’s 

economy and its citizens’ welfare has been human capital. The importance of the human 

capital has long been a subject of discussions by many researchers. Schultz (1993) 

defined human capital as a key element in improving a firm’s assets and increasing 

employee productivity to sustain competitive advantage. Therefore, the importance of 

overcoming every barrier that would pose as a challenge towards HCD in these 

organizations, should be vehemently resisted and overcome. 

 Considering the responses of participants in the interview held with them, most of 

the barriers provided are similarly related. Among the similar ones are budget constraint 

and funding, personnel constraint, and identification of a trainer. Other barriers are 

communication, non-visible leadership presence, and government policy. Participants’ 

most prominent responses suggested that training and development of employees is good, 

however, their working units and work groups need to keep their overhead costs under 
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control. They also agreed that leadership of their organizations should make more efforts 

to improve fundings of HCD programs in their establishments by reviewing the training 

and development budgets and providing for exigencies periodically. P2 mentioned,  

A very key part of a successful campaign to develop human capital is leadership, 

providing an enabling environment and leadership visibility. If you do not have 

the funding of these programs, or if it is not adequately funded for execution even 

though you have good intentions, to have these programs with the strategy in 

place, the strategy will not be able to take off from the ground. Visible leadership 

presence to show commitment to developing human capacity in training events by 

lending their voice to say, ‘we believe in it’, is also key in overcoming barrier 

such as employee buy-in. 

Additionally, regarding personnel constraints, participants opinions suggest employees 

nominated for training and development activities be prioritized in a manner not to 

deplete workforces at every given time. Also, the inability of the leaders to identify a 

trainer to execute a training course can be very challenging, especially if that training is 

very key to improving the productivity of your personnel. P4 said, “such key training can 

be moved to a subsequent year.”  

 Communication was identified among the key barriers in P6 organization even 

though it is not distinct with other participants. According to P6, “not getting proper 

feedback from the unit leaders working directly with the workforce is one of the aspects 

of communication challenges they are facing.” To overcome this barrier, “workers are 

sent on courses in communication and interpersonal relationships.” Another key barrier 
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was observed by P5 with regards to government policies that may prevent bringing in 

international trainers from overseas. P5 commented,  

Government policies can impede the insurance of visas to operating equipment 

manufacturers to come and deploy training on site. Sometimes instead of sending 

people abroad to go and train because of all the hitherto mentioned challenges, 

you see that it will be cheaper to bring one person from abroad back to your site 

to train many people at the same time. Due to some government policies that can 

delay visa issuance, trainers may not be on ground, and you keep on talking about 

the same training repeatedly time after time. 

Discussion of the Findings 

 The participants discussed skill gaps, competency, and training needs assessments 

as a consistent and important focus in promoting HCD training activities to increase 

employees’ productivity. All the participants were able to provide responses that may be 

collective, effective, and enabling strategies for leaders at the global stage. These 

strategies may assist leaders to promote HCD training activities to increase employees’ 

productivity, especially in O&G organizations. Skill gaps do not seem to have a clear 

definition as a standard because of its concepts that are ambiguous and difficult to define 

and measure by researchers (Rikala et al., 2024). Rikala et al. (2024) proposed a simple 

definition that suggested skill gaps to be gaps between training outcomes (that employees 

possess) and industry-specific skill needs (necessary to the organization). The researchers 

suggested that the skill gap may relate to the inability of employers to provide the 
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required skills to the employees as at when needed for the employee’s productivity 

growth, and improvement in other performance enhancements.  

 Training employees to become more skillful and competent can encourage 

organizational development (Nuraeni et al., 2022). Since the purpose of training is to 

enhance employees’ competency, more training programs should be encouraged by 

organizations. Training needs can only be ascertained therefore after a thorough 

employees’ skills and competency assessment must have been completed. Competency 

approach is the bedrock for intensive training and assessment towards identifying various 

abilities and knowledge gaps amongst its workforces.  

The participants discussed on-the-job and off-the-job training, including other 

trainings affiliated with industries, including O&G organizations. Any process by which 

the skills, talents, and capabilities of the employees of an organization are increased 

should be regarded as training. New and current employees of an organization require 

training, to be updated on technological advances and the latest developments. According 

to Trávníčková and Maršíková (2023), there are various methods and wide range of 

training and development activities categorized or divided into two main groups – on-the-

job and off-the-job. Nevertheless, with the aid of global technology in our world today, 

online training can be realized as well.  

Mentoring as a means of training refers to the training extended to one employee 

by another employee. The receiving employee (the mentee) expectedly is less 

experienced than the employee (the mentor) giving the training in that task. Mentoring is 

a learning activity or training based on the advice of an expert to an employee 
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(Trávníčková & Maršíková, 2023). This form of training is quite common and useful in 

the O&G organizations, where continuity of knowledge dissemination in developing 

employees is taken seriously.  

 Motivation is human resources including human capital, knowledge, skills, 

attitudes, and behavior that are properties of an organization engaged to fulfill its 

objectives and to enhance the quality of life of its workforce. Purnama et al. (2021) 

opined that leadership style is a behavioral norm used by leaders to influence the 

behavior of persons, and when done right can lead to that person’s motivation to excel. 

Purnama et al. defined motivation as the drive, effort and desire humans use to activate, 

empower, and directs behavior to perform tasks within work scope. Any effort to increase 

human knowledge, enhance skills and productivity is an effort in HCD. Motivation at 

work affects and stimulates employees differently to give their best in the organization 

despite their cultural aspects of employee behavior, and linked to some benefits (Kaunda 

& Yangailo, 2023; Ruiz-Palomino et al., 2021). 

 Human motivation may be categorized as extrinsic and intrinsic (Pink, 2009, as 

cited in Tesmer & Oxenford, 2021). The type of compensation given to an employee for 

attending a training program is an example of an extrinsic motivation. Intrinsic 

motivation originates from the individual, suggesting that employees are motivated by the 

satisfaction derived from taking part in an activity, and it is the most powerful human 

drive as it can enable employee follow mastery (Pink, 2009, as cited in Tesmer & 

Oxenford, 2021). An employee going the extra mile to mentor people can be intrinsically 

motivated because he or she may enjoy doing that kind of task. 
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 In a comment on barriers from the World Economic Forum (WEF, 2023), the key 

barriers identified by organizations to prevent global industry transformation are skills 

gaps and an inability to attract talents. However, the report also stated that investing in 

learning and training on the job is the most promising workforce strategy these industries 

can explore for achieving their business goals. The O&G industry is not exempted from 

this challenge, as the industry is among frontline businesses that see training as a better 

means to reskilling and upskilling for talent acquisition and retention.  

The barriers of political infractions, government policies, talent acquisition, 

technical expertise, and funding within the O&G industry as a global challenge are quite 

popular, and of more concerns in the case of Nigeria of today. Opusunju and Akyuz 

(2022) noted that as long as multinational corporations operating in the Nigerian O&G 

industry continue importing their technology, it will always be a very sensitive barrier for 

Nigeria in respect to technological transfer. According to the researcher, Nigerians cannot 

copy and internalize these technologies even if they have the capacity, because of 

propriety issues. Therefore, the O&G Indigenous workers in Nigeria would continue to 

be trained on the use and operations of these equipment and facilities through the original 

equipment manufacturer and their accredited vendors. 

The Findings Relate to the Conceptual Framework 

The conceptual framework for this study is the HCT and it agrees with the themes 

of the study. The HCT tenets formed the foundations from which the theory is built, and 

the themes of the study were identified in alignment with the participants responses based 

on the theory tenets. Some key training and developmental components associated with 
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the conversations and discussions with participants P1 to P6 are education, mentoring, 

motivation, health and well-being, on-the-job and off-the-job training, skills, and 

competency. These components build up towards enhancing the individual to meet 

organizational challenges before and after employment. In the literature, Becker (1994), 

noted that human capital rests on the premise that education and on-the-job training raise 

earnings and productivity as it enables workers to gain knowledge, skills, problem-

solving techniques, and more work experiences. This claims by Becker as regards 

education and on-the-job training agree with the themes of the study.  

The HCT through its tenets agrees with the interwoven relationship between HCD 

and individual skills and characteristics towards organizational success. Still in the 

literature, Becker’s (1962) concept of human capital relating to on-the-job and off-the-job 

learning in the development of a firm’s workforce involving training and schooling also 

satisfy the findings of the study as covered in the identified themes. Also, the findings 

from the study agree with the perspective of Galiakberova (2019) that the HCT comprises 

of the whole set of human knowledge, skills, abilities, and motivations as the individual 

capital. Also, in support of the findings from the study, the comments of Fényes & 

Mohácsi (2020) asserted that the HCT refers to individual characteristics such as 

knowledge, general information, and general capabilities employees convey within a firm 

when hired. The findings thus align with the conceptual framework for the study. 

The Findings Relate to the Literature 

According to Ochei et al. (2023), employees will not only have their income 

salary boosted when they are exposed to training, education, and development while in 
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employment, but will also assist the organization gain competitive advantage and hence 

improved its performance. Ochei et al.’s perception agrees with the existing literature, 

that development of an employee can assist organizations in gaining competitive 

advantage (Romero-Hidalgo et al., 2021; Sakis & Serafeim, 2020). Theme two findings 

agree with the current literature Trávníčková and Maršíková (2023), and the existing 

literatures with respect to on-the-job and off-the-job training (Daramola & Daramola 

2020; Fred’s et al. 2021). Both forms of training prepare employees on and off the job 

and may run concurrently as required by the organization, and usually under mentorship 

of a knowledgeable colleague, or an invited external instructor or professional. The 

existing literature of Friday and Mlanga (2019) and Yuan et al. (2021) also supported the 

findings of theme three regarding employee’s encouragement through knowledge 

sharing, and increased learning and development opportunities as forms of employees’ 

development. 

Motivation and empowerment are functions of leadership style and behavior and 

leadership style considered as an influencer to employee motivation to excel (Purnama et 

al., 2021). Also, the existing literature Uka and Prendi (2021), and Bini and Okonta 

(2023) agreed that motivation of employees can increase their productivity and 

performance, and employee empowerment can encourage their participation and decision 

making respectively in an organization. In the significance of the study section earlier, I 

affirmed that my findings may expose internal and external barriers that affect workforce 

development, productivity, and thus enable business profitability. Evidence from theme 

five findings must have suggested that it is possible this affirmation may be achieved.  
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Applications to Professional Practice 

 The findings of this study are applicable to the professional practice of business in 

the O&G industry for strategies to promote HCD training activities to increase 

employees’ productivity. Employee productivity is an important consideration for 

businesses because most of the successes of any organization rely upon the productivity 

of its workforce (Ajayi, 2020). This can be evaluated in terms of the output of an 

employee in a specific period doing similar work. The strategies leaders of O&G 

organizations can use to promote HCD training activities to increase employees’ 

productivity include (a) skill gaps, competency, and training needs assessments, (b) on-

the-job and off-the-job training, (c) providing mentoring to employees during learning 

and development initiatives, (d) employee motivation and leadership empowerment, and 

(e) overcoming barriers to HCD.  

Training employees to become more skillful and competent can encourage 

organizational development (Nuraeni et al., 2022). Because the purpose of training is to 

enhance employees’ competency, more training programs should be encouraged by the 

organization. Identifying areas for employees’ training and development can only be 

ascertained after a thorough employees’ skills, competency, and training needs 

assessment must have been completed.     

According to Shet (2024), competency-based development programs integrated 

with gaps identifications have been in force in most O&G organizations but needs 

continual improvements. Gulikers et al. (2018) suggested that for competency-based 

assessments, its effectiveness may depend on the level of understanding of what 
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competency is, and how it can be best assessed, given that they are complex to measure 

and cannot be determined merely by displaying technical skills. However, employee 

competency can benefit the organization’s success in terms of increasing profitability, 

thereby strengthening competitiveness.  

 A recent global survey statistic of the WEF (2023) for the future of jobs suggested 

that before the year 2027 six in 10 workers will require training. The WEF survey also 

revealed that, giving a year of investment on skills training, two-thirds of companies 

expect to see a return on their investment which could be from any of enhanced cross-

role mobility, increased worker satisfaction or enhanced worker productivity. The report 

further noted that these expectations are already challenging as only half of workers are 

seen to have access to adequate training opportunities today. However, the specific 

business problem of this study is in clear alignment with the WEF survey report, and this 

is why the study findings are relevant to improved business practices. The specific 

business problem is that some O&G leaders lack strategies to promote HCD training 

activities to increase employees’ productivity. The purpose of this study was to explore 

strategies O&G leaders use to promote HCD training activities to increase employees’ 

productivity. Hence, its findings may provide much-needed assistance to leaders of O&G 

organizations.  

Implications for Social Change 

 Social change is the outcome of an effective corporate social responsibility. Social 

change refers to the transformations of a society in respect to the values systems, social 

organization, and practices (Wagoner & Power, 2021). Among great institutions 
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presumed to be capable of the greatest social change are businesses and are expected to 

front social concerns in situations where government and nonprofits come short (Fyke et 

al., 2016). However, social change and CSR are entities that are often being discussed 

together – with social change identified as an off shoot of effective CSR (Gaither et al., 

2018). The derivative implications for positive social change include raising the standard 

of living of local communities’ residents through the promotion of developmental 

programs in healthcare, educational opportunities, and provision of job opportunities. 

Though the industrialization and economic development in Nigeria are results of the 

gains of oil exploration and production, they are yet to be properly managed 

(Nriagu,2019). The impacts of the O&G organizations in Nigeria in terms of social 

change can be classed as positive and negative.  

 Among the positive impacts are the main source of revenue generation for 

Nigeria, which serves as a means of foreign exchange to the country’s economy, and job 

creation for Nigerians Iyanam et al. (2021). However, the negative impacts very much 

outweigh the positive impact due to the role the organizations play in the development of 

the industry and the economy of Nigeria. The oil producing communities receive the 

negative impacts directly from the effects of the oil explorations activities of the O&G 

organizations by way of impacting their agricultural land and messing up the eco-system. 

The negative impacts from the activities of O&G organizations can be ended by effective 

utilization of the findings from this study towards the development of their workforces. 

This can be certain if the organizations embark on corporate social responsibilities in 

respect to jobs, infrastructural development, economic empowerment, and HCD. (Iyanam 
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et al., 2021). Other strategies included the O&G organizations to ensure cordial 

relationship and improve communication with host communities, and for the Nigerian 

government and the companies to work together to prevent oil spill and provide prompt 

cleaning if any occurred. When the findings of the study relating to feedback and 

communication are comprehended, may assist organizations to improve on the mentioned 

expectations. 

 To further promote social change for sustainable community development in host 

communities, This study findings may assist the O&G organizations to (a) understand the 

social settings in the host communities of their areas of operations, (b) be able to identify 

relevant stakeholders in the host communities, prior to promoting sustainable community 

development projects (c) give priority on discussing benefits to society, rather than 

removing organizational barriers only, (d) strive to establish social value as a key driver 

of the business, rather than business profits alone, and (e) at all times demonstrate 

genuine, authentic engagement with stakeholders and the public (Gaither et al., 2018; 

Ugwu & Aruma, 2021). These implementations would be conducted by the direct 

intervention of a developed workforce within the O&G organizations by utilizing the 

findings of this study, as detailed in the identified themes. The results of successful 

community development programs could also enable and catalyze the effective 

collaboration between community residents and company employees regarding safety 

and social issues.   

 The success of community development programs by an organization to its host 

communities can only be supervised by a highly informed and developed workforce, such 
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that the value of the organization’s corporate social responsibility can be sustained. The 

involvement of society and the stakeholders of companies as key players in CSR projects 

has ensured that companies can no longer hide from irresponsible businesses practices 

(Aagaard, 2022). The implications for positive social change applying these findings, 

therefore, include O&G leaders increasing productivity, which can attract capital 

investment to create employment opportunities for residents and enable the increase of 

investments in communities’ projects to benefit citizens.  

Recommendations for Action 

 The purpose of this study is to explore strategies O&G leaders use to promote 

HCD training activities to increase employees’ productivity. The identified themes in the 

study support the participants’ recommended actions that leaders might use to promote 

HCD training activities to increase employees’ productivity. The study participants 

indicated the need for leaders to increase their communications through leadership 

visibility at training venues, and requests for feedback with employees. The leaders 

should provide an enabling environment through adequate funding of training and 

development programs. The participants conveyed that leaders should motivate and 

encourage employees with social and monetary benefits, and to enable diversity inclusion 

programs.  

 I recommend that leaders review the study findings to understand the importance 

of how effective leadership strategies can promote HCD training activities to increase 

employees’ productivity. O&G business leaders can disseminate organizational surveys 

to determine employee satisfaction while in employment and when exiting. Ingels et al. 
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(2020) suggested leaders of organizations build close relationships with employees and 

line managers to produce relevant survey tools that can be used to predict employees’ 

satisfaction, retention, and exiting. O&G organizational leaders should also constantly 

improve their understanding of the intricacies, flexibility, and importance of on-the-job 

and off-the-job training to enable an overall benefit for their employees and the 

organizations.  

On-the-job training refers to the training an employee receives in the cause of 

doing their job in the organization, sometimes studying from an appointed person with 

experience and knowledge in a particular task. On-the-job training methods often involve 

mentoring, coaching, job rotation, counselling, apprenticeship, task assignment, work 

instructions, meetings, learning by doing, and self-directed or self-managed learning 

(Trávníčková & Maršíková, 2023). This training usually takes place at the job site within 

the organizational areas of operation. This form of training is prevalent in the O&G 

organization where safety concerns are of highest priority because of its complex 

operations and terrain.  

 Off-the-job training refers to training extended to employees outside the normal 

work environment within or away from the organization. This can either be by external 

trainers from third party affiliate vendors, or experienced and knowledgeable coworkers 

from across functional departments within the organization. Organizations adopt training 

programs based on the requirements and skills required to perform jobs in their work 

locations (Anuradha & Ramesh, 2020). This training happens most often in groups 
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arrangements, in a class setting or field environment, at locations away from the 

employee’s immediate work site. 

Recommendations for Further Research 

 I recommend the use of other types of interview methods such as unstructured 

interviews that may provide a full representation of all participants’ views, other than the 

use of purposeful interviews with standardized questions. In future research scholars 

could interview participants that may feel comfortable disclosing information that 

requires organizational disclosure policies. Scholars may investigate other industry types 

beyond the O&G of this study to compare findings and relevant strategies. I suggest 

scholars conduct further research beyond the geographic location of this study. Six 

participants were covered in this study, and in considering future research, scholars could 

endeavor to use more participants in future research. I used the qualitative research 

method, and I further suggest other researchers might consider using either quantitative 

or mixed methods. The qualitative research design I used is the generic pragmatic 

qualitative inquiry. Future researchers may use one of multiples case study, ethnographic, 

or phenomenological in future research. I also recommend further research relative to the 

literature and themes within this study. 

Reflections 

 The knowledge gained during my DBA doctoral study is vast, I can say. The 

doctoral journey, however, was not an easy one, to be honest. The journey was indeed a 

tasking one in terms of personal sacrifices, finance, and time. In retrospect, it becomes a 

journey I appreciate. Reflecting on my experiences during the literature review and the 
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data gathering process brings joy to me for being able to successfully complete the 

doctoral writing journey. The participants involved in my study displayed some level of 

enthusiasm and kept all interview appointments accordingly. They humbly replied to all 

my members checking correspondences in good time and certified my interpretations of 

their responses as accurate. 

 The DBA doctoral study did not affect any personal biases from the participants 

and I but was able to place importance on the strategies developed to address the study’s 

specific business problems. Through the help of God Almighty, and the support of my 

immediate family members, friends, colleagues, and my Walden chair, I was able to 

sustain and complete the doctoral journey. I fervently hope to use my study findings to 

help business leaders wherever the opportunity comes by. Considering the numbers of 

literature resources I read during the program, I have acquired great experiences with 

different formats of publications in scholarly writing. I can confidently explore these 

advantages to further my writing experience as a DBA graduate. I give my consent to 

Walden University to publish this study on the ProQuest/UMI dissertation database. I 

will seek opportunities to share the results of the study at business conferences and in 

academic forums. I also wish to share this study with my participants. 

Conclusion 

The creation of knowledge and the development of a workforce requires leaders 

who can obtain strategies regarding human capital and the HCT. There is the need for 

O&G leaders to develop the initiatives to obtain strategies regarding HCD. Therefore, it 

is important that personnel manning operating facilities known to be high risks need to be 
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properly trained and developed. Hence, this study’s findings may assist the O&G leaders 

a great deal to be able to put together the necessary strategies they will need to achieve 

these expectations in developing their workforce’s HCD to increase employees’ 

productivity. This study’s findings can also be a reference point for businesses, and for 

the global academic community. 
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Appendix: Interview Protocol 

Interview Date: _____________________ Total Time: _________________ 

 

Interview Protocol  

What to do What to say – Script 

1. Welcome participant and introduce 

the interview session with salutation and 

introduce self. 

 

2. Give the participant a copy of the 

consent form to go over the contents and 

ask the participant if there are questions 

and or concerns. If participant raises 

questions or questions, address them 

before proceeding. 

A. Good day Mr./Mrs./etc. (Title): XXX, 

My name is David Akpieyi, a Doctoral 

Student in the Department of Business 

Administration at Walden University, 

conducting research on - Strategies for Human 

Capital Development in an O&G Organization. 

 

B. Thank you for your time to honor the 

invitation to participate in this study. 

 

Before we proceed, here is the copy of your 

signed consent form for your record. 

 

C. I believe you have read and understood the 

contents of the agreement in the informed 

consent form. If you have questions or 

concerns, I will be glad to attend to them 

before the start of the interview. 

 

3. Turn on the audio recorder 

 

4. Introduce participant(s) with a coded 

identification and note date and time in 

the journal. 

 

5. Begin interview with question #1 and 

follow through to the last question. 

 

6. During the interview, observe non-

verbal cues and paraphrase as 

appropriate. 

 

7. Follow up with additional questions – 

probe questions for more depth. 

 

 

1. What strategies did you use to promote 

HCD training activities to increase employees’ 

productivity? 

 

2. How has your organization used strategies 

to promote HCD training activities to increase 

employees’ productivity? 

 

3. What were the key barriers to implementing 

your strategies to promote HCD training 

activities to increase employees’ productivity? 

 

4. How did you address the key challenges to 

your strategies to promote HCD training 

activities to increase employees’ productivity? 



160 

 

8. End interview. Discuss member 

checking with participant(s). 

 

9. Thank the participant(s) for taking 

part in the interview. Give contact 

numbers to participants for follow-up 

questions and concerns if the need 

arises. 

 

10. Wrap up the interview and thank the 

participants for sharing their experience 

and time. 

 

11. Schedule follow-up member 

checking 

interview 

5. How did you measure effectiveness of the 

strategies to promote HCD training activities 

to increase employees’ productivity? 

 

6. What additional information can you 

provide on the strategies used to promote HCD 

training activities to increase employees’ 

productivity in your organization? 

 

Thank you for sparing the time to share your 

experiences with me. I will transcribe the 

interview data and email to you within the next 

few days for a review of the process to ensure 

the correctness of the interview data. 

 

I would appreciate if we agreed on a time to 

meet and review my interpretations of the 

interview for approximately 30 minutes or less. 

Follow-Up Member Checking 

12. Introduction of the follow-up e-mail Thank you again for your time. Did you have 

time to review the email summary I sent? 

13. Share a copy of the brief synthesis 

for each individual question. 

I have recorded the following evidence from 

your interview session and have summarized 

my understanding as per my transcription and 

would like to verify with you any gaps, 

missing sections, or responses that were hard 

to understand. The review of the summary to 

ensure accuracy will take approximately 10- 

20 minutes of your time to read. 

14. At the close of each interview, I will 

thank the participant for their time, and 

I will let them know I will send them a 

copy of the doctoral study once it is 

completed. 
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