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Abstract - Employees Engagement and Human Capital are influenced by many factors, and Training and Development (TD) 
has been identified by numerous studies as a major one. This study is focused on ―hits‖ and ―misses‖– the factors that 
positively influence engagement and human capital and the miscues in training initiatives in the organization. Being a pilot 
study, this research sampled 22 organizations in the United Arab Emirates. The sample is broken down into 10 different 
industries. The research approach is purely descriptive-quantitative with a few qualitative observations. From the lens of the 
organizations’ HR and Non-HR managers, the researcher-made questionnaires were used through on-line Google forms. The 
collected data were encoded to Microsoft Excel and interpreted using the percentage, mean scores, and ranks. The major 
findings reveal that only 1 in 2 employees are engaged at work among 22 organizations. High level of engagement (above 

50%) is found in the retail, hotel, and motor industries, while low engagement is in the property industry with only 30% 
engaged employees.  Major findings reveal that the more HC elements that are linked to TD initiatives, the higher are the 
engagement and the perceived HC value of the organization. The unplanned training activities and lack of seriousness in the 
trainings offered by the organizations, are some of the ―misses‖ in the TD initiatives. To strengthen the validity of the 
conclusion, it is recommended to have more samples and consequently adopt statistical tools to test the association among 
variables. 
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I. INTRODUCTION  

 

Numerous studies have recognized the role of training 

in accelerating engagement as well as boosting the 

value of human capital in the organization. However, 

not all training initiatives are really aimed to hit the 
target. Some trainings are ill-conceptualized, missing 

what they really aimed at. In this case, the 

organization is wasting its financial and human 

resources. For example, ―in 2012, about $162 billion 

was spent in the United States on corporate training—

in what Harvard Business School Professor Michael 

Beer calls, the great training robbery‖ (Holland, 

2016). Beer claimed that the money poured into 

leadership and management training does not yield 

the return on investment in improved organizational 

effectiveness and performance that companies expect.  
 

This is a pilot study that attempts to examine if 

Training & Development (TD) initiatives among 

organizations are really linked to various elements of 

Human Capital (HC). Thus, the main aim of this 

study is to determine if organizations with more TD 

initiatives that are linked with HC elements 

canattainhigh level of Employees Engagement (EE) 

and high perceived value of their Human Capital 

(HC). This is an ongoing study, and to date, 22 

organizations of 10 different industries in the United 

Arab Emirates were sampled. Each organization is 
represented by two types of respondents: the HR 

manager/supervisor and the Non-HR 

manager/supervisor. This study also aimed to unravel 

valuable information of what can be hit or missed 

from the organizations’ training initiatives’ target.   

II. PROBLEM STATEMENT AND OBJECTIVE 

 

The main consideration of this investigation is to 

analyze if the organizations TD initiatives are linked 

to various HC elements, and if such link has a 

significant impact in employees engagement and in 
the value of human capital for the organizations. 

Thus, the main objective is to find empirical evidence 

on the connection between training and employees 

engagement & human capital value. 

 

The following research questions are outlined to 

provide significant answers to the main problem 

statement: 

1. What is the level of engagement of employees among 

organizations as perceived by their HR and Non-HR 

Managers? 
2. Which of the 5 Human Capital (HC) elements are 

mostly linked to the Training and Development (TD) 

initiatives of the organizations? 

3. What is the level of engagement of organizations 

whose TD initiatives are linked to a number of HC 

elements? 

4. Which of the HC Elements that are linked to TD 

initiatives influenced the most in increasing the value 

of human capital in the organization? 

5. What is the perceived level of value of human capital 

in their organizations according to the respondents? 

 

III. LITERATURE REVIEW 

 

The link between training and engagement and 

human capital has been addressed in various studies, 

yet experts still need more strong evidence-based 
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research. To empirically measure the link between 

these variables requires a complex systematic 
procedure. But one thing is clear - while engagement 

and human capital value are caused by multi-factors, 

training and development initiatives have been widely 

recognized to have played a key role in these two 

human resource subjectsof interest. 

 

Training & Development 

Training& Development is the cornerstone of every 

organization. ―Training equips individuals with 

necessary knowledge, skills, and abilities. It serves to 

attract employees to companies, engages them, and 

promotes retentionto create a competitive advantage‖ 
(Noe, 2016).  Training is the ―acquisition of 

knowledge, skills, and abilities to improve 

performance in one current job while development is 

a goal to prepare individuals for promotions and 

future jobs‖ (Saks &Haccoun, 2012). Training has 

been found to have a direct connection in increasing 

employee engagement (Azeem&Paracha, 2013; 

Manuel, 2014).  According to Deloitte, Training & 

Development is important since ―learning 

opportunities are among the largest drivers of 

employee engagement‖ (Greany&Kineo, 2016). 
 

Employee Engagement 

Employee Engagement (EE) is very important 

because ―engaged employees tend to have a better 

understanding of how to meet customer needs; as a 

result, customer loyalty tends to be better in 

organizations where the employees are engaged‖ 

(Hakeem &Gulzar, 2014; Pont, 2004). Employee 

engagement is ―the energy or the passion that 

employees harbor for their jobs and their employer, 

which result in emotional and intellectual 

commitment to their organization‖ (Baumruk et al., 
2004, as cited in Saks, 2012). This definition has 

―three constructs: Say - Speaking positively about the 

organization to co-workers, potential employees, and 

customers; Stay – Having an intense sense of 

belonging and desire to be part of the organization;  

and Strive – Rendering extra effort toward success in 

their job and for the company‖ (Aon Hewitt, 2017). 

These EE Constructs are used in this study. 

 

Human Capital 

Human capital are the people who play value-creation 
in the organization. Human capital is the ―term for the 

collective capability, knowledge, and skills of the 

people that are employed by an organisation. 

Measuring human capital provides a data-driven 

approach to identifying effective people management 

practices, which, if done well, can help ensure that 

value creation is long-term and sustainable‖ (CIPD, 

2018). ―Human capital can be considered to be multi-

level in nature – existing at individual level in the 

form of knowledge, skills, and abilities (KSAs) and at 

collective and organizational level.‖  Human capital 

is now recognised as a crucial concept in 

understanding aspects of performance, productivity, 

and engagement – and sits at the heart of numerous 
perspectives on strategy and management‖ 

(Ploychart, et al., 2014, as cited in  Houghton, 2017). 

 

Elements of Human Capital 

In this study, as cited by CIPD (2017), the following 

5 elements of Human Capital (HC) are used based on 

the work of various authors as follows:1) Knowledge, 

skills, and abilities (Schultz, 1961);2) Competency, 

attitude, and behavior (Rastogi, 2002);3) Intelligence, 

energy, work habits, trustworthiness, and initiative 

(Frank &Bemanke, 2007); 4) Innovativeness and 

creativity (Bontis et al, 1999); and 5) Health and 
well-being (Becker, 1993). 

 

IV. RESEARCH METHODOLOGY 

 

This research takes into account the richness of the 

secondary data in which inclusion and exclusion 

criteria were used to analyze the literature materials. 

This helps framed the outcome of the research 

instrument as well. The research approach is purely 

descriptive-quantitative study aided by some 

qualitative exploration.The research instrument is a 
researcher-made questionnaire consisting of closed 

and open-ended questions. This is distributed using 

Google form on line. The collected data were 

encoded in Microsoft Excel for analysis purposes. 

The mean, percentage, and ranks were used as a guide 

to interpret the result. The narratives from open-

ended questions were also analyzed.There are two 

types of respondents, the HR and the Non-HR 

managers, representing every organization to ensure 

balance in the perception of the sampled organization. 

22 organizations representing 10 different industries 

responded to the pilot survey. 
 

V. RESULTS AND FINDINGS  

 

Research Question 1. What is the level of engagement 

of employees among organizations as perceived by 

their HR and Non-HR Managers? 

 

To answer this question, respondents were asked of 

the perceived level of engagement of their employees 

using the three known EE Constructs:  Stay (Loyalty), 

Say (Being positive about their work), and Strive 
(Effort). They were asked to rate their employees 

from being Strongly engaged to Disengaged. 

Survey revealed that, only 1 in 2 employees (54.7%) 

employees among 22 organizations are considered 

engaged (both strongly & moderately engaged) in 

their work while 45.3% of the employees were likely 

not engaged. Of the three EE constructs, Say has the 

highest engagement (83%), whereas Stay and Strive 

have 39% and 42% engagement, respectively. 

Furthermore, when grouped by industry, the highest 

engagements are in the Hotels (80%), Motors (70%), 

and Retail (70%). Whereas, the lowest engagements  
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are in the Properties (30%), Manufacturing (40%), 

and Oil and Gas (40%).  
Figure 1 and Table 1 summarize the findings 

 

 
Figure 1. Percentage of Engaged Employees per EE Construct 

 

 
Table 1. Percentage of Employees Engagement by Industry 

 

Research Question 2:  Which of the five HC elements 

are mostly linked to the TD initiatives of the 

organizations? 

 

To answer this question, the respondents were 

provided with 5 known elements of Human Capital 

(HC) attributed to different authors. They then chose 

as many as 5 elements that are linked to their 

organization’s TD initiatives. 
 

The top HC element that islinked to TD initiatives 

and is found in all 22 organizations, is knowledge, 

skills, and abilities. This is followed by competency 

and attitude at work with 20 organizations. The TD 

initiative that has the least HC element is on health 

and well-being with only 8 organizations.  

Table 2 summarizes the findings. 

Table 2. No. of  Organizations with TD Initiatives that are 

linked with HC Elements 

Research Question 3.  What is the level of 

engagement of organizations whose Training 
Initiatives are linked to a number of HC elements? 

 

To answer this question, organizations were grouped 

by the number of HC elements they have in their TD 

initiatives. They were then matched with the three EE 

Constructs, using the mean score and or percentages. 

There are only eight (36%) organizations with 5 HC 

elements in their TD initiatives and also 8 

organizations with 4 HC elements. Only 2 

organizations have 1 HC element in their TD 

initiatives. 

Analysis showed that organizations with more HC 
elements that are linked into their TD initiatives have 

higher employee engagement score or have more 

engaged employees than those with fewer HC 

elements in their TD initiatives.  Data showed that 

organizations with 5 or 4 initiatives have average 

mean score of 4.58 and 4.21 in engagement, 

respectively. Whereas, those with only 2 or 1 

initiative have a lower average mean score of 3.55 

and 3.17 in engagement, respectively.  This trend is 

also true to every EE Construct (Say, Stay, & Strive). 

The exception is the lone organization with 3 TD 
initiatives. 

As to the percentage of engagement, organizations 

with 5 initiatives have 62.5% strongly engaged 

employees compared to those with 4 initiatives 

(37.5%), 3 initiatives (33.3%), 2 initiatives (11%), 

and none with 1 initiative. Conversely, organizations 

with fewer HC elements linked to their TD initiatives 

have higher percentage of ―likely disengaged 

employees.‖ 

 
Table 3 and Figure 2 summarize the findings. 

Table 3. Organizations’ Engagement Score   

 
Figure 2. Percentage of Engaged Employees for Organizations 

whose Training Initiatives are          linked with numbers of HC 

Elements 
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Research Question 4. Which of the HC Elements that 

are linked to TD initiatives influenced the most in 
increasing the value of human capital in the 

organization? 

 

To answer this question, the respondents were asked 

of their level of agreement if certain HC elements in 

their TD initiatives are linked to human capital value.  

Most (91%) of the respondents agreed that the top TD 

initiatives that influence the value of human capital 

are those that are linked to knowledge, skills, and 

abilities. Furthermore, 80% of the respondents also 

agreed that those that improve competencies and 

attitude at work influence the value of human capital.  
On the other hand, only 6% of the respondents agreed 

that the HC element of creativity and innovation, as 

well as initiative and trustworthinessin theTD 

initiatives influenced the value of HC in their 

organization.  Half of the respondents somewhat 

agreed to the 3 remaining HC elements.  

 

 
Figure 3. TD Initiatives that Increase the value of HC 

 

Research Question 5.  What is the perceived level of 

value of human capital in their organizations 
according to the respondents? 

 

To answer this question, respondents were asked to 

gauge the overall value of their human capital from a 

rank of very high to very low. The mean score is 

used.  

Overall, the value of human capital among the 

surveyed organizations as perceived by the 

respondents is Medium (3.12). However, 

organizations who have many TD initiatives that are 

linked with HC elements have High perceived value 

(mean, 3.52) of their human capital as compared to 
others who have less initiatives (mean, 2.72). This 

trend is true to all HC elements as shown in figure  

5. Figures 4 & 5 summarize the findings. 

 

Research Question 5.  What is the perceived level of 

value of human capital in their organizations 

according to the respondents? 

 

To answer this question, respondents were asked to 

gauge the overall value of their human capital from a 
rank of very high to very low. The mean score was 

used. Overall, the value of human capital among the 

surveyed organizations as perceived by the 

respondents is Medium (3.12). However, 

organizations who have many TD initiatives that are 

linked with HC elements have High perceived value 

(mean, 3.52) of their human capital as compared to 

others who have less initiatives (mean, 2.72). This 

trend is true to all HC elements as shown in figure 5.  

Figures 4 & 5 summarize the findings. 

 

 
Figure 4. Human Capital Value (mean score) of the 

Organization 

 

 
Figure 5. Perceived HC value (mean score) of Organizations 

with TD Initiatives vs Without Initiatives 

 

Summary of Findings 

1. Only 1 in 2 employees (54.7%) are engaged in 

their work. While hotels, motors, and retail industries 

have above 50% engagement, the properties, 

manufacturing, and oil and gas have the least 

engagement. Respondents attributed rewards & 

recognition, intensive training, andperformance 

management systemin their organizationsas the 
factors in engagement. On the other hand, 

organizational culture and poor leadership in their 

organizations are attributed to disengagement at 

work. 

2. Most organizations’ TD initiatives are focused only 

on HC elements of knowledge, skills, & abilities as 

well as work competency but are surprisingly, least in 

health and well-being.  

3. Apparently, there is really a strong connection 

between TD initiatives that have more HC elements 

than those with less, both in employee engagement 
and human capital value. 
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4. Organizations have higher perceived employees 

engagement and higher human capital value, when 
more HC elements are added to their TD initiatives 

5.  Although HC elements linked to TD initiatives 

such as health & well-being, and creativity & 

innovation have less impact on human capital value, 

this does not mean that these are irrelevant HC 

elements.The respondents opined that the 

organizations’ training initiatives on these aspects 

arenot properly planned, and or ―organizations are not 

serious‖ about them. The reasons lie on the way the 

TD initiatives are delivered in these organizations. 

 

Indeed, ―the strategic positioning of training and 
development directly promotes organizational 

business goals and objectives, and thereby enhancing 

organizational performance‖ (Vinesh, 2014). 

 

VI. LIMITATIONS OF THE STUDY 

 

This is a pilot study and has limited sample size to 

date of only 22 organizations. The findings have 

established trends that areadherent to some previous 

studies, and are conclusive only of the considered 

samples. The study is likewise based only on the 
perceptions from the lens of the HR and the non-HR 

managers.  

 

VII. CONCLUSION AND RECOMMENDATION 

 

The findings have revealed promising ―hits in 

training‖ – the more HC elements in TD initiatives, 

the higher are the engagement and perceived human 

capital value. Whereas, the ―misses in training‖- the 

lack of organizations’ seriousness and or unplanned 

TD initiatives are surely aimless practices. There is a 

need to determine why the property industry has the 
least level of engagement. 

 

It is recommended that more samples are needed to 

further improve the validity of the study and once the 

ideal sample size of 50 organizations, spread 

proportionately among 10 industries are met, a 

statistical test of association tool like Mantel 

Haenszel (MH) be adopted. Furthermore, identifying 

the gamma coefficient value will help determine the 
significance of association as well.  
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