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ABSTRACT  
This study examined the relationship between strategic human capital development and business 
growth of manufacturing firms in Rivers State. Three objectives and three corresponding null 
hypotheses guided the study. The survey designed used for the study was a correlational survey 
design with a population of 150 staff used for the study manufacturing firms in Rivers State. The 
study adopted a census sampling technique to ascertain a sample size which ensures that all 
respondents were captured. A self-administered structured questionnaire titled “Strategic Human 
Capital Development and Business Growth (SHCDBGQ)” was used to elicit data. Cronbach’s alpha 
reliability coefficient of 0.79 was ascertained. PPMC (person product moment correlation) was used 
to test hypotheses on SPSS version 25.  There is a significant relationship between green product 
design and resource efficiency of manufacturing firms in Rivers State. There is a significant 
relationship between the dimensions of strategic human capital development and measures of 
business growth of manufacturing firms in Rivers State. The study recommended that 
manufacturing firms should develop and maintain a formal succession planning framework that 
identifies, prepares, and retains future leaders to ensure business continuity and operational 
efficiency, thereby sustaining long-term profitability.  
  
INTRODUCTION 
In the 21st-century business landscape, characterized by rapid globalization, technological 
transformation, and shifting consumer expectations, business growth is no longer solely driven by 
physical assets or financial capital. Business growth has become a critical focus for organizations 
striving to remain competitive in today’s rapidly changing and highly dynamic global environment. 
It refers to the expansion and improvement of an organization’s market share, revenue, customer 
base, workforce, and overall capacity to deliver value. In a world marked by technological 
disruption, evolving consumer preferences, globalization, and intensified competition, achieving and 
sustaining business growth is both a strategic goal and a major challenge (Penrose, 1959; 
Davidsson, 2010). In the face of environmental uncertainties and economic volatility, firms must 
adopt agile and innovative strategies to drive growth and survive. Traditional business models are 
no longer sufficient, and organizations must now embrace digital transformation, invest in human 
capital. 
Strategic Human Capital Development (SHCD) has emerged as a cornerstone in modern business 
management, particularly in the context of an increasingly competitive and dynamic global 
environment. As organizations strive for sustainability and competitive advantage, the effective 
development of human capital encompassing the skills, knowledge, competencies, and capabilities 
of the workforce has become a strategic imperative. SHCD is not merely about employee training 
or education; it entails a proactive, future-oriented approach to aligning human capital with 
organizational goals (Wright & McMahan, 2011; Becker & Huselid, 1506). By fostering innovation, 
enhancing leadership capabilities, and facilitating continuous learning, SHCD positions businesses 
to adapt to market changes and technological disruptions while maintaining operational efficiency. 
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The interplay between human capital development and business growth is evident in multiple 
domains, including cost leadership, strategy employee engagement and succession planning. A 
well-developed human capital base enables organizations to adapt to technological disruptions, 
improve decision-making, and enhance service delivery. As such, this study explores the extent to 
which strategic human capital development contributes to the growth and sustainability of 
businesses in today’s complex and dynamic economic landscape. 
 
Statement of the Problem  
In today's highly competitive and dynamic business environment, the growth and sustainability of 
manufacturing firms are increasingly dependent on how effectively they develop and manage their 
human capital. Many manufacturing firms continue to struggle with implementing strategic and 
forward-looking human capital practices that align with their growth objectives. As a result, the 
firms are often ill-equipped to respond to market changes, technological disruptions, and evolving 
customer needs. The business growth challenges confronting manufacturing firms in Rivers State 
are multifaceted. First, revenue growth is stunted in many firms due to operational inefficiencies 
that arise from a poorly trained workforce. When employees lack the necessary technical and 
managerial competencies, productivity declines and costs increase, leading to reduced profitability.  
These firms often face difficulty in expanding their market share due to limited innovation capacity 
and an inability to differentiate their products or services in the face of growing competition. The 
absence of strategic human capital planning hampers efforts to enhance product development, 
customer relations, and service delivery key components necessary for market expansion. 
Moreover, the problem of low profitability persists among manufacturing firms in the region. Profit 
margins are eroded not only by high production costs and infrastructural challenges but also by the 
underperformance of human capital. Many firms fail to recognize the value of aligning workforce 
development with strategic business goals, thereby missing opportunities to optimize performance 
and maximize returns on investment. Poor employee engagement, lack of leadership development, 
and high turnover rates further exacerbate profitability issues. 
The persistent challenges of revenue stagnation, limited market share, and declining profitability 
underscore the urgent need for a more strategic approach to human capital development in 
manufacturing firms in Rivers State. Without deliberate investment in the capabilities and potential 
of their workforce, these firms may continue to fall short of their growth ambitions in an increasingly 
demanding and innovation-driven marketplace. It is against this downturn that the study examined 
strategic human capital development and business growth of manufacturing firms in Rivers State. 
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Conceptual Framework 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1: Conceptual framework on strategic human capital development and business growth of 
manufacturing firms in Rivers State.  
Source: Conceptualize by Desk Researcher (2025) 
Dimensions of strategic human capital development Adapted from Wright & McMahan (2011) 
Measures of business growth Adapted from Wiklund, Patzelt, & Shepherd (2009) 
 
Aims & Objectives  
The aim of this study is to determine the relationship between strategic human capital development 
and business growth of manufacturing firms in Rivers State. The specific objectives are:  
1. To determine the relationship between strategy employee engagement and revenue growth 

 of manufacturing firms in Rivers State. 
2. To determine the relationship between strategic continuous learning and market share of 

manufacturing firms in Rivers State.  
3. To determine the relationship between strategic successions planning and profitability of 

manufacturing firms in Rivers State.  
 
Research Questions  
The following research questions were raised to guide the study.  
1) What is the relationship between strategy employee engagement and revenue growth of 
 manufacturing firms in Rivers State?  
2) What is the relationship between strategic continuous learning and market share of 
 manufacturing firms in Rivers State?  
3) What is the relationship between strategic successions planning and profitability of 
 manufacturing firms in Rivers State?  
 
Hypothesis  
The following null hypotheses were formulated and was tested at a significant level of 0.05.  
HO1:   There is no significant relationship between strategy employee engagement and revenue 

growth of manufacturing firms in Rivers State.  
HO2:  There is no significant relationship between strategic continuous learning and market share 

of manufacturing firms in Rivers State.  

STRATEGIC HUMAN 

CAPITAL 

DEVELOPMENT 

BUSINESS GROWTH 

 
Strategy Employee Engagement 

 Revenue growth 

Profitability 
 

Strategic Continuous Learning 

 

Strategic Succession Planning 

Market share  



ISSN: 5978 -6370   
Volume 13, Number 3, 2025 

International Journal of Accounting and Management Innovations  
 

141  

  

HO3:  There is no significant relationship between strategic successions planning and profitability 
of  manufacturing firms in Rivers State. 

 
REVIEW OF RELATED LITERATURE  

This section reviews extant literatures under the headings of conceptual review, theoretical review 
and empirical review.  
Conceptual Review   
Strategic Human capital Development 
Strategic Human Capital Development (SHCD) refers to a deliberate, long-term approach to 
managing and investing in people to align workforce capabilities with an organization’s strategic 
goals. It goes beyond traditional human resource functions like hiring and training by focusing on 
the proactive development of employee competencies, leadership potential, and knowledge assets 
needed to ensure future organizational success. SHCD recognizes human capital not just as a cost 
center but as a vital asset whose strategic development can significantly influence innovation, 
productivity, and competitive advantage (Becker & Huselid, 1506; Wright & McMahan, 2011). 
In today’s dynamic global economy, SHCD is essential for sustaining organizational growth and 
innovation. Firms that foster a culture of continuous learning and align human capital strategies 
with evolving market demands often achieve superior results in terms of profitability, employee 
retention, and customer satisfaction. As globalization, digitization, and technological disruptions 
continue to reshape industries, strategic human capital development becomes a critical enabler of 
adaptability and long-term success (Teece, 2018; Ulrich et al., 2012). Organizations that implement 
SHCD effectively are better positioned to anticipate future talent needs, respond to environmental 
changes, and build resilient, high-performing teams (Boxall & Purcell, 2016; Collings, Mellahi, & 
Cascio, 2017). 
 
Dimensions of Strategic Human Capital Development 
Strategic Employee Engagement 
Strategic employee engagement involves aligning employee motivation, commitment, and 
participation with the long-term vision and strategic objectives of the organization. It goes beyond 
transactional satisfaction by fostering a work environment where employees feel valued, 
empowered, and connected to the organizational mission. Strategic engagement practices include 
transparent communication, recognition programs, participatory decision-making, and alignment of 
individual roles with organizational goals. When engagement is approached strategically, it enhances 
productivity, reduces turnover, and drives innovation (Albrecht et al., 2015; Bailey et al., 2017). 
Strategic employee engagement is a vital component of Strategic Human Capital Development 
because it focuses on fostering a deep emotional and intellectual connection between employees 
and the organization’s mission and strategic goals. Engaged employees are more productive, 
innovative, and committed to organizational success, making them key contributors to long-term 
growth and competitiveness.  
 
Strategic Continuous Learning 
Strategic continuous learning refers to the intentional and ongoing development of employees' skills, 
knowledge, and capabilities in alignment with organizational goals. It integrates learning into daily 
work processes, supports adaptability to market changes, and encourages innovation. Strategic 
learning involves formal training, e-learning, mentoring, job rotation, and real-time feedback 
mechanisms that ensure the workforce remains agile and future-ready. Organizations that prioritize 
continuous learning as a strategic asset often experience improved performance, innovation, and 
competitive advantage (Ellinger et al., 2020; Marsick & Watkins, 2018). 
Strategic continuous learning is integral to SHCD as it ensures that employees’ skills and 
competencies evolve alongside industry trends, technological advancements, and organizational 



ISSN: 5978 -6370   
Volume 13, Number 3, 2025 

International Journal of Accounting and Management Innovations  
 

142  

  

goals. It promotes a culture of lifelong learning through structured training, informal learning, 
coaching, and digital platforms that enhance workforce adaptability and innovation capacity. 
 
Strategic Succession Planning 
Strategic succession planning is the forward-looking process of identifying, developing, and 
preparing future leaders and key talent to ensure continuity and minimize disruptions in critical roles. 
Unlike reactive or emergency replacements, strategic succession planning aligns leadership 
development with long-term organizational needs and goals. It includes identifying high-potential 
employees, mentoring, leadership training, and structured career pathways. Effective succession 
planning ensures business resilience, preserves institutional knowledge, and supports sustained 
growth and innovation (Garman & Glawe, 2021; Rothwell, 2022). 
Strategic succession planning is a core component of SHCD as it prepares organizations for 
leadership continuity and long-term talent sustainability. It involves the identification, mentoring, 
and development of high-potential employees to fill critical roles in the future. This proactive 
approach ensures that knowledge is retained, key positions are not left vacant, and the organization 
remains stable during transitions 
 
Concept of Business Growth 
Business growth refers to the process by which a company expands its operations, increases its 
revenue, enhances its market share, and improves its overall capacity to deliver value to customers 
and stakeholders. It encompasses both quantitative aspects—such as higher sales, profits, and 
employee numbers—and qualitative aspects, including increased brand recognition, improved 
customer satisfaction, and innovation capabilities. Business growth is a central objective for most 
firms as it reflects operational success and organizational sustainability in a competitive environment 
(Davidsson, Achtenhagen, & Naldi, 2010). Growth can be achieved through various strategies such 
as market penetration, product development, diversification, strategic partnerships, and digital 
transformation, depending on the firm’s resources and external conditions (Ansoff, 1965). 
In today’s dynamic and often volatile business environment, growth is not merely about expansion—
it is about strategic adaptability. Organizations must constantly respond to changing market trends, 
customer preferences, and technological disruptions. Sustained business growth requires a strong 
alignment between internal capabilities (such as skilled human capital and innovation capacity) and 
external opportunities. Firms that invest in strategic planning, employee development, innovation, 
and customer-centric practices are more likely to achieve long-term growth. Moreover, business 
growth is a key indicator of organizational health and competitiveness, particularly in emerging 
economies where it contributes significantly to employment creation and economic development 
(Wiklund, Patzelt, & Shepherd, 1509). 
 
Measures of Business Growth  
Revenue Growth  
Revenue growth, which is the rise in a company's overall income from sales of goods or services 
over a given time period, is a key and measurable metric of corporate growth. It shows how well a 
business can expand into new markets, draw in additional clients, and launch competitive products. 
Consistent revenue growth indicates successful business strategy, product-market fit, and market 
demand. Investors and other stakeholders frequently use it to evaluate a company's prospects for 
growth and long-term sustainability (Davidsson et al., 2010). Penrose (1959) asserts that as bigger 
sales frequently result in greater reinvestment and capacity construction, revenue growth is both a 
driver and an effect of business growth. Revenue growth should be examined in conjunction with 
other financial criteria, though, as it does not by itself suggest efficiency or profitability. 
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Market share  
A company's market share, usually represented as a percentage, is the portion of total industry sales 
that it controls within a certain market or sector. In comparison to its competitors, it is a strategic 
indicator of a business's competitive standing, brand power, and client loyalty. Market share growth 
frequently indicates effective pricing, differentiation, innovation, and operational excellence (Grant, 
2019). An expanding market share indicates that a business is outperforming rivals and 
consolidating its influence, which can result in economies of scale and more negotiating leverage. 
Kotler and Keller (2016) contend that by influencing consumer expectations and norms, a company 
with a sizable market share can impact market trends and maintain long-term company growth. 
 
Profitability 
The ability of a corporation to turn a profit in relation to its revenue, assets, or equity is measured 
by profitability, which is an essential component of long-term company growth. According to Barney 
and Hesterly (2015), it measures how well a company turns its resources into cash and affects long-
term competitiveness, shareholder value, and reinvestment capacity. Cost-effective operations, 
clever pricing, and innovative goods and services are frequently the causes of high profitability. 
Profitability, according to Brigham and Houston (2022), is not only a financial metric but also a 
strategic requirement since companies with steady profit margins are better equipped to weather 
market downturns and make investments in expansion prospects. Consequently, while assessing 
the general well-being and advancement of a company, profitability is a useful addition to revenue 
and market share. 
 
THEORETICAL REVIEW  
Human Capital Theory (Becker, 1993)  
Human Capital Theory, developed by Gary Becker (1993), posits that individuals possess knowledge, 
skills, competencies, and experiences that function as forms of capital—much like physical assets. 
This capital can be acquired, developed, and enhanced through investments in education, training, 
and health, and it significantly contributes to increased productivity and economic value. According 
to Becker, these investments yield returns both for individuals (through higher income and job 
mobility) and for organizations (through improved performance and competitiveness). 
In the context of manufacturing firms in Rivers State, Human Capital Theory underscores the 
importance of strategically developing employee capabilities to drive organizational growth. Many 
manufacturing firms in the region face challenges such as outdated technical skills, low productivity, 
and high labor turnover issues that stem largely from underinvestment in workforce development. 
Applying Human Capital Theory, these firms can recognize that deliberate and strategic investment 
in human resources through technical training, leadership development, continuous learning, and 
succession planning can significantly enhance operational efficiency, innovation, and adaptability. 
Furthermore, as firms in Rivers State seek to expand their revenue, market share, and profitability, 
aligning human capital strategies with business goals becomes essential. Employees who are better 
trained and more engaged contribute more effectively to process optimization, product quality, and 
customer satisfaction, all of which are vital for competing in both local and global markets. Thus, 
Human Capital Theory supports the foundation of Strategic Human Capital Development (SHCD) as 
a tool not only for improving internal capabilities but also for achieving sustainable business growth. 
 
Empirical REVIEW   
Mustafa and Audu (2023) investigated the nexus between human capital investment and firm 
growth within selected ICT and services firms in Nigeria using a judgmental sampling technique on 
secondary panel data from financial records. They employed an ex-post facto design, analyzing 
variables such as Return on Assets (ROA), Human Capital Efficiency (HCE), Employee Growth (EG), 
and Staff Cost (SC) via panel regression. The study found a negative and significant relationship 
between HCE and firm growth, a positive and significant relationship between EG and firm growth, 
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and insignificant effects of ROA and SC on growth. The authors concluded that strategic investments 
in training and staffing are essential for ICT and services firms to stimulate growth, while also 
recommending that firms implement staff retention measures like bonding skilled employees to 
maximize returns on these investments. 

 
METHODOLOGY 

The survey designed used for the study was a correlational survey design with a population of 150 
staff used for the study manufacturing firms in Rivers State. The study adopted a census sampling 
technique to ascertain a sample size which ensures that all respondents were captured. A self-
administered structured questionnaire titled “Strategic Human Capital Development and Business 
Growth (SHCDBGQ)” was subjected to face and content validity by the two other experts in the 
Department of Management, Faculty of Management Sciences, Ignatius Ajuru University of 
Education, Port Harcourt. The corrections and suggestions of the validators were affected on the 
finale copy of the instrument which was used to collect primary data and the data obtained were 
accordingly analyzed.  Cronbach’s alpha reliability coefficient below the 0.75 was used ascertained.  

Table 1: Reliability Statistics  

Cronbach's Alpha   N of Items  

 .79  3  

Source: Researcher Computation via SPSS Version 25  
The result of the Cronbach's Alpha reliability test indicates .79 which is above .70 which implies that 
the items are reliable. PPMC (person product moment correlation) was used to test hypotheses on 
SPSS version 25.  
 
ANALYSIS OF DATA  
HO1:  There is no significant relationship between strategy employee engagement and revenue 

growth of manufacturing firms in Rivers State.  
Table 2: Correlations on Employee Engagement and Revenue Growth 

  
 Employee 

Engagement 
Revenue 
Growth 

Employee 
Engagement 

Pearson Correlation  1  .505**  

Sig. (2-tailed)    .000  

N  150  150  

Revenue Growth Pearson Correlation  .505**  1  

Sig. (2-tailed)  .000    

N  150  150  

**. Correlation is significant at the 0.01 level (2-tailed).  
 Table 2: Correlations on strategy employee engagement and revenue growth of manufacturing 
firms in Rivers State revealed that there is a significant relationship between strategy employee 
engagement and revenue growth of manufacturing firms in Rivers State (where P. 505 = sig, 
.000) thus leading to acceptance of alternate hypothesis: there is a significant relationship 
between strategy employee engagement and revenue growth of manufacturing firms in Rivers 
State.  
 
Ho2:   There is no significant relationship between strategic continuous learning and market share 

of manufacturing firms in Rivers State.  
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Table 3: Correlations on Strategic Continuous Learning and Market Share 

  

 Strategic 
Continuous 

Learning Market Share 

Strategic 
Continuous 
Learning 

Pearson Correlation  1  .578**  

Sig. (2-tailed)    .000  

N  150  150  

Market Share Pearson Correlation  .578**  1  

Sig. (2-tailed)  .000    

N  150 150  

**. Correlation is significant at the 0.01 level (2-tailed).  
 Table 3: Correlations on strategic continuous learning and market share of manufacturing firms in 
Rivers State revealed that there is a significant relationship between strategic continuous learning 
and market share of manufacturing firms in Rivers State (where P .578 = sig, .000) thus leading to 
acceptance of alternate hypothesis: there is a significant relationship between strategic continuous 
learning and market share of manufacturing firms in Rivers State 
Ho3: There is no significant relationship between strategic successions planning and profitability 

of manufacturing firms in Rivers State 
Table 4: Correlations on Strategic Successions Planning and Profitability 

  

 Strategic 
Successions 

Planning Profitability 

Strategic 
Successions 
Planning 

Pearson Correlation  1  .585**  

Sig. (2-tailed)    .000  

N  150  150  

Profitability Pearson Correlation  .585**  1  

Sig. (2-tailed)  .000    

N  150  150  

**. Correlation is significant at the 0.01 level (2-tailed).  
 Table 4: Correlations on between strategic successions planning and profitability of manufacturing 
firms in Rivers State revealed that there is a significant relationship between recovery approach and 
behavioural adaptability of oil and gas sectors in Rivers State (where P .585 = sig, .000) thus leading 
to acceptance of alternate hypothesis: there is a significant relationship between strategic 
successions planning and profitability of manufacturing firms in Rivers State.  
 
DISCUSSION OF FINDINGS   
With respect to research question one; the correlations on strategy employee engagement and 
revenue growth of manufacturing firms in Rivers State revealed that there is a significant 
relationship between strategy employee engagement and revenue growth of manufacturing firms 
in Rivers State (where P. 505 = sig, .000) thus leading to acceptance of alternate hypothesis: there 
is a significant relationship between strategy employee engagement and revenue growth of 
manufacturing firms in Rivers State. This result is in line with the findings of study by Albrecht et 
al. (2015) emphasized that engaged employees were more committed, productive, and willing to 
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go beyond formal job responsibilities, which directly contributed to higher customer satisfaction and 
repeat business, ultimately boosting revenue. Employee engagement, when integrated into 
strategic human capital management, acts as a lever for financial performance and competitive 
advantage. 
With respect to research question and hypothesis two; correlations on strategic continuous learning 
and market share of manufacturing firms in Rivers State revealed that there is a significant 
relationship between strategic continuous learning and market share of manufacturing firms in 
Rivers State (where P. 578 = sig, .000) thus leading to acceptance of alternate hypothesis: there 
is a significant relationship between strategic continuous learning and market share of 
manufacturing firms in Rivers State. This result is line with the study of López et al. (2019) who 
revealed that embedding systematic learning mechanisms at all organizational levels enhances 
innovation, customer responsiveness, and competitive positioning, thereby enabling firms to 
capture greater market share. 
With respect to research question and hypotheses 3; Correlations on strategic successions planning 
and profitability of manufacturing firms in Rivers State revealed that there is a significant 
relationship between strategic successions planning and profitability of manufacturing firms in 
Rivers State (where P. .585 = sig, .000) thus leading to acceptance of alternate hypothesis: there 
is a significant relationship between strategic successions planning and profitability of 
manufacturing firms in Rivers State. This finding is in line with Wariso, Binuyo, and Akpa (2021) 
who revealed that firms with formal strategies for leadership replacement and talent pipelines tend 
to perform better financially. Specifically, well-structured succession systems spanning identification 
of leadership potential, structured performance tracking, and development plans resulted in 
measurably higher profitability. Improving and institutionalizing succession planning practices is 
vital for enhancing financial performance in Nigerian financial firms. 
 
CONCLUSION   
For manufacturing companies in Rivers State, strategic human capital development, or SHCD, is a 
key factor in corporate expansion, particularly in the cutthroat and fast-paced industrial climate of 
today. Businesses may boost workforce productivity, encourage innovation, and create robust 
operational systems that support consistent revenue growth, expanded market share, and 
enhanced profitability by making strategic investments in succession planning, employee 
engagement, and continuous learning. However, how well SHCD techniques are matched with 
organizational objectives and market demands will determine how much of these results are 
achieved. In order to attain quantifiable and sustainable growth, manufacturing companies in Rivers 
State must make SHCD a top priority as a fundamental business strategy. This will guarantee that 
talent development is not only reactive but also included into long-term planning. 
 
RECOMMENDATIONS  
Based on the study objectives, the following three recommendations are made: 
1. Manufacturing firms in Rivers State should implement structured employee engagement 

strategies such as participative decision-making, performance-based recognition, and 
regular feedback systems to improve employee motivation and productivity, which in turn 
can significantly boost revenue growth.  

2. Firms should institutionalize continuous learning initiatives like periodic training, skills 
upgrading, knowledge-sharing platforms, and mentorship programs to build workforce 
capabilities that enhance product quality, innovation, and responsiveness key drivers of 
expanded market share. 

3. Manufacturing firms should develop and maintain a formal succession planning framework 
that identifies, prepares, and retains future leaders to ensure business continuity and 
operational efficiency, thereby sustaining long-term profitability. 
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