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INTRODUCTION
The contribution of human capital when
combined with financial capital, technological
capital, and physical capital has the potential to
improve the competitive advantage of
organizations. This is more observable in
service organizations because the contribution
of human capital when viewed as team work is
less predictable.

DEFINITIONS
Human capital – organizations require financial
capital, technological capital, human capital
and physical capital.
 Competitive advantage is an attribute/ benefit
that an organization does better than its
competition and is valued by its customers.
 Career management refers to organization
sponsoring staff training to benefit the
activities of the organization.


DEFINITIONS


Knowledge transfer theory is concerned with
the dissemination of individual knowledge
through organizations( Nonaka & Von Krogh,
2009). Some researchers regard knowledge as
the key ingredient in gaining competitive
advantage because knowledge was the main
inimitable resource (Murray & Peyrefitte, 2007).

DEFINITIONS
Knowledge is conceptualized as having two
aspects: explicit and tacit (Nonaka and Von
Krogh,2009).
 Explicit knowledge refers to formal knowledge
found in manuals and drawings.
 Tacit knowledge is more difficult to articulate
(Droege & Hoobler, 2003; Polanyi, 1966) and
was considered to be more pervasive.


DEFINITION
Tacit knowledge is “know how” and is
recognized as a facilitator of competitive
advantage(Nonaka, 1994) and is associated
with individuals (Grant, 1996).

DEFINITIONS
Tacit knowledge could be used to add
inimitability of skills learnt in an organization
(Chadwick & Dabu, 2009). Expanding tacit
knowledge to explicit knowledge was
considered important for knowledge expansion
in organizations (Nonaka & Von Krogh, 2009).

DEFINITION


The transference of knowledge within
organizations was regarded as a social function
(Nonaka & Von Krogh, 2009). The social
aspect of tacit knowledge contributed to its
perception as a team activity.
Tacit knowledge when perceived as a function
of team activity could be less problematic when
a team member left with firm-specific
knowledge (Subramaniam & Youndt, 2005).

DEFINITION


Team:
Team The importance of teams in
contemporary organizations cannot be over
emphasized. Kukalis (2009) recommended
that organizations focus on building the right
teams rather than creating the right strategy
(p.105).

DEFINITION
Collins and Clark (2003) advocated for
recognition of teams in the creation of
sustainable competitive advantage in
organizations. Top management teams could
provide sustainable competitive advantage
because they provide value and were firm
specific (Collins & Clark, 2003).

DEFINITION


Leadership in organizations was a prerequisite
to creating sustainable competitive advantage.
The relationship between the follower and the
leader was central to effective leadership. This
relationship was obvious in transformational
leadership (Purvanova, Bono, & Dzieweczynski,
2006).

DEFINITION
Purvanova, Bono and Dzieweczynski (2006)
advocated the view that transformational
leadership influenced the way followers
interpreted their work and contribution to
organizational performance (p.3).

DEFINITION
The role of leadership within an organization
was important to create sustainable
competitive advantage in the use of the firm’s
resources including the use of human
resources. In addition, if leadership acted as a
change agent it could support human capital’s
contribution to maintaining competitive
advantage (Boxall, 1998; Madhok, Li, & Priem,
2010).

PROBLEM STATEMENT
The general problem is the observed low
productivity of the Jamaican workforce
(Jamaican Productivity Report, 2009). This
problem has been observed in all sectors of the
economy (Jackson & Wedderburn, 2000). The
problem involved using the available labour
force to improve productivity levels in Jamaican
organizations.

PURPOSE STATEMENT
The purpose of this quantitative correlational
study was to determine the effects of
organizational career management and
leadership style as independent variables , in
Jamaican financial organizations and to
observe the effect on organizational
performance with productivity level as the
dependent variable (Creswell, 2008; Haas &
Hansen, 2007).

SIGNIFICANCE OF THE STUDY

•

•

This study could be significant at two levels: First to
practitioners , and second to scholars.
Practitioners could offer leaders a way to
perceive employees as assets to aid sustainable
competitive advantage.
To scholars the study could be used to
demonstrate to organizations the benefits of
investing in developing their employees skill levels
through increasing employee knowledge levels.

NATURE OF STUDY


The use of the quantitative methodology was
considered appropriate because it sought to
determine whether there were any linear
relationships between in dependent variables and
a dependent variable.



Qualitative techniques would not have been
suitable because they tended to investigate
processes that underpin human behavior
(McGivern , 2006).

RESEARCH QUESTIONS







RQ1 . What relationship exists between productivity
levels and organizational career management in
Jamaica?
RQ2. What relationship exists between productivity
levels and training in organizations?
RQ3. What relationship exists between organizational
career management?
RQ4. How is the career management process correlated
with organizational leadership style?
RQ5. How is career management provision in Jamaican
financial organizations correlated with organizational
leadership?

HYPOTHESES








Ho1. There is no relationship between organizational career
management and productivity in Jamaican financial
organizations.
Ho2. There is no relationship between training and
productivity levels in Jamaican financial institutions.
Ho3.Internal promotion opportunities are not tied to
organizational career management participation.
Ho4. Organizational leadership style does not correlate with
organizational career management processes in Jamaican
financial institutions.
Ho5. The provision of career management in Jamaican
financial organizations is not correlated with organizational
leadership.

SUMMARY OF TOPICS
Resourcebased view
Human
capital
theory

Human
resource
management
Strategic human
resource
management
Leadership

Knowledge
transfer
theory

CONCEPTUAL FRAMEWORK


•

This quantitative correlational study included an
overview and analysis of independent variables,
career management, and leadership, and the
independent variable, organization performance
performance.
Organizational career management allowed
organizations to provide employees with firmspecific knowledge to contribute to organizational
competitive advantage ( Koch & McGrath, 1996).

CONCEPTUAL FRAMEWORK
•

•

The use of career management as a tool of
strategic human resource management was a
leadership function.
Greater use of human resource tools was
strongly related to increased productivity (Guest
et al., 2003).

FUNDAMENTAL THEORIES


The resourceresource-based view theory of the firm
advocated that an organization’s competitive
advantage was based on how it used its
available internal resources (Becerra, 2008 ;
Kraaijenbrink, Spender, & Groen, 2010).
The essence of the resource-based view was
the use of a mix of resources to produce, a
sustained competitive advantage (Collins &
Clarke, 2003).

FUNDAMENTAL THEORIES


Strategic human resource management
concerned with the relationship between strategic
planning outcomes and human resource activities
(Schuler & Jackson, 2003).
Human resource is perceived as an asset (DenizDeniz & Saa-Perez, 2003; Luthans & Youssef,
2004).
As an asset human resource should contribute a
return to organizations (Kazlauskaitė &
Bučiūnienė, 2008; Liu, Combs, Ketchen, Jr., &
Ireland, 2007).

FUNDAMENTAL THEORIES




Human capital theory . Employees could be seen as
human capital in strategic human resource applications
(Haas & Hansen, 2007).
Knowledge transfer theory. Knowledge has two aspects
explicit and tacit (Nonaka, 1994; Nonaka & Von Krogh,
2009). Explicit was formal knowledge but tacit
knowledge although more difficult to articulate (Giju,
Badea, Lopez Ruiz, & Nevado Peña, 2010; Polanyi,
1966; Droege & Hoobler, 2003) was considered to be
more pervasive. Tacit knowledge was “know-how” and is
recognized as a facilitator of competitive advantage
(Nonaka,1994).

FUNDAMENTAL THEORIES









Leadership. Leadership was important to strategic human
resource management input in both planning and implementing
(Carmeli & Schaubroeck, 2005).
Leadership determined the culture of an organization (Schein,
2004).
Culture influenced the types of human resource practices an
organization implemented (Wright, Gardner, Moynihan, & Allen,
2005).
Career management practices. Include on-the-job training to improve
worker contribution (Baruch & Peiperl, 2000; De Vos, Dewettinck, &
Buyens, 2007).
Organizational performance. May be viewed in terms of three
outcomes: financial outcomes, organizational outcomes and human
resource outcomes (Boselie et al., 2005).

POPULATION & SAMPLING
The general population comprised of
executives, human resource managers, and
managers in five banks and building societies
in Jamaican financial institutions.
 Four institutions provided data for the study.
 The sample size for this specific study was 74
and included the second largest commercial
bank, the largest building society and two large
investment banks.


DATA COLLECTION
Data collection was done by email to pre-agreed
contact persons in identified organizations who
had agreed to distribute instruments to
prospective respondents in their organizations.
 After one month of distribution and collection
there was a low response rate. Similar studies in
banking industries have reported low response
rates (Peña & Villasalero, 2010). E-mail and
telephone follow-up procedures were done to
reduce non response.


PILOT STUDY
A one week pilot study was conducted using 10
respondents with similar backgrounds from
similar financial institutions. The pilot study
was done to ensure that the questions
comprehension levels matched respondents.
 The instrument was developed using the 5
research questions identified in the study to
test the 10 hypotheses.


RESULTS
The sample analysis includes the results of data
collection and a summary of the descriptive
statistics. Correlations are based on the Pearson
product –moment correlation (r) calculated from
data sets. The predetermined level of significance
(α level) was .05 or 95%. The 95% level of
significance is acceptable in the social sciences
(Neuman, 2009).
 Five null and five alternative hypotheses were
tested to provide responses to the five research
questions.


RESULTS


RQ1. was triangulated with archival data. The
data indicated that a relationship existed
between productivity levels and organization
career management . Triangulation with
archival data did not attribute differences in
organizational productivity to organization
career management.

RESULTS
RQ2. The data indicated that there was no
relationship between employee education
levels and organization productivity .
 RQ3. There is a statistically significant positive
relationship between internal promotion and
organization productivity in Jamaican financial
organizations


RESULTS
RQ4. The data indicated a weak positive
relationship between leadership style in Jamaican
financial organizations and career management
processes.
 RQ5. The provision of career management in
Jamaican financial organizations was not
influenced by organizational leadership style.
It would seem that leadership input was not a
determinant factor in the use of human capital in
Jamaican financial institutions.


SIGNIFICANCE OF RESULTS TO LEADERSHIP
Leadership in Jamaican financial organizations
should be aware of the relationship between
organization career management and productivity
within their organizations and their role in this
relationship. Liu et al., (2003) recommended an
empowerment leadership style for knowledge
based organizations. Miller and Desmarais (2007)
recommended leadership development to nurture
and retain talent in organizations.

SIGNIFICANCE OF THE RESULTS TO LEADERSHIP
Leadership should be aware of the role of team
in knowledge dissemination within
organizations; organization specific knowledge
cannot be transferred when the competition
employs a group member. The tacit or “know
how” knowledge resides within the group in the
organization.

RECOMMENDATIONS FOR FUTURE RESEARCH
There are four recommendations:
 1. Future research to determine the role of
organizational leaders and the provision of
organizational career management in service
organizations. Research in that area could
further position human capital development in
the knowledge economy.

RECOMMENDATIONS FOR FUTURE RESEARCH


2. Future research could determine the
implications to strategic human resource
management when organizational leadership
become aware of the benefits of nurturing tacit
knowledge within their organization.

RECOMMENDATIONS FOR FUTURE RESEARCH
3. The effects of blending employee entry
knowledge in an environment which nurtures
tacit knowledge on organizational sustaianble
competitive advantage
 4. A longitudinal study to provide data on the
relationship between the variables:
organization career management, leadership
and organizational competitiveness in
Jamaican financial organizations.


QUESTIONS

?

REFERENCES
Barney, J. B. (2001). Resource-based theories of competitive advantage: A ten year retrospective
on the resource-based view of the firm. Journal of Management 27(6), 643-650.
Baruch, Y., & Peiperl, M. (2000). Career management practices: An empirical survey and
implications. Human Resource Management, 39(4), 347-366.
Becerra, M. (2008). A resource-based analysis of the conditions for the emergence of profits.
Journal of Management, 34, 1110-1126. doi: 10.1177/0149206308324323
Boselie, P., Dietz, G., & Boon, C. (2005). Commonalities and contradictions in HRM and
performance research. Human Resource Management Journal, 15(3), 67-94.
Boxall, P. (1998). Achieving competitive advantage through human resources strategy: Towards a
theory of industry dynamics. Human Resources Management Review, 8(3), 265-288.
Carmeli, A., & Schaubroeck, J. (2005). How leveraging human resource capital with its competitive
distinctiveness enhances the performance of commercial and public organizations. Human
Resource Management, 44, 391-412. doi:10.1002/hrm.20081

REFERENCES
Chadwick, C., & Dabu, A. (2009). Human Resources, human resource
management, and the competitive advantage of firms: Toward a more
comprehensive model of causal linkages. Organization Science, 20, 253272. doi: 10. 1287/orsc.1080.0375
Collins, C. J., & Clark, K.D. (2003). Strategic human resource practices, top
management team social networks, and firm performance: The role of
human resource practices in creating organizational competitive advantage.
Academy of Management Journal, 46(6), 740-751.
Creswell, J. W. (2008). Educational research: Planning, conducting, and
evaluating quantitative and qualitative research. (3rd ed.). Upper Saddle
River, NJ: Pearson Merrill Prentice Hall.
Deniz-Deniz, M., & Saa-Perez, P. (2003).A resource-based view of corporate
responsiveness toward employees. Organization Studies, 24(2), 299-319

REFERENCES
.

De Vos, A., Dewettinck, K., & Buyens, D. (2008). To move or not to move? The relationship between
career management and preferred career moves. Employee Relations, 30, 156-175. doi:
10.1108/01425450810843348
Droege, S. B., & Hoobler, J. M. (2003). Employee turnover and tacit knowledge diffusion: A network
perspective. Journal of Managerial Issues, 15(1), 50-64.
Giju, G. C., Badea, L., Lopez Ruiz, V. R., & Nevado Peña, D. (2010). Knowledge management – the
key resource in the knowledge economy. Theoretical and Applied Economics, 17(6), 27-36.
Grant, R. M. (1996). Toward a knowledge-based theory of the firm. Strategic Management Journal,
17(Winter Special Issue), 109-122.
Guest, D. E., Michie, J., Conway, N., & Sheehan, M. (2003). Human resource management and
corporate performance in the UK. British Journal of Industrial Relations, 41(2), 291-314.
Haas, M. R., & Hansen, M. T. (2007). Different knowledge, different benefits: Toward a productivity
perspective on knowledge sharing in organizations. Strategic Management Journal, 28, 11131153. doi: 10.1002/smj.6

REFERENCES
Jackson, J., & Wedderburn, J. (2009). Gender & EPA analysis. IMF Report. Caribbean Development Report,
2. 166-181.Retrieved from http://www.eclac.cl/publicaciones/xml/3/38253/LCARL.245part3.pdf
Jamaica Productivity Report (2009). Jamaican productivity summary 1972-2007. Kingston, Jamaica.
Kazlauskaitė, R., & Bučiūnienė, I. (2008). The role of human resources and their management in the
establishment of sustainable competitive advantage, Engineering Economics, 60(5), 78-84.
Kraaijenbrink, J., Spender, J. C., & Groen A. J. (2010). The resource-based view: A review and assessment of
its critiques, Journal of Management, 36, 349-372. doi: 10.1177/019206309350775
Koch, M. J., & McGrath, R. G. (1996). Improving labor productivity: Resource management policies do
matter. Strategic Management Journal, 17(5), 335-354.

Kukalis, S., (2009). Survey of recent developments in strategic management: Implications for
practitioners. International Journal of Management, 26(1), 99-106.

.

Liu, W., Lepak, D. P., Takeuchi, R., & Sims, H. P. Jr. (2003). Matching
leadership styles with employment modes: Strategic human resource
management perspective. Human Resource Management Review,
13, 127-152. doi: 10.1016/s1053-4822(02)00102-X
Liu, Y., Combs, J. G., Ketchen, D. J., & Ireland, R. D. (2007). The value of
human resource management for organizational performance.
Business Horizons, 50, 503-511. doi:10.1016/j.bushor.2007.07.002
Luthans, F., & Youssef, C. M. (2004). Human, social, and now positive
psychological capital management: Investing in people for
competitive advantage. Organizational Dynamics, 33, 143-160.
doi:10.1016/j.o

REFERENCES
Madhok, A., Li, S., & Priem, R.L. (2010). The resource-based view revisited: Comparative firm
advantage, willingness-based isolating mechanisms and competitive heterogeneity. European
Management Review, 7, 91-100. doi: 10.1057/emr.2010.6
McGivern, Y. (2006). The practice of market and social research: An introduction. (2nd ed.). Harlow,
England: FT Prentice Hall.
Miller, D., & Desmarais, S. (2007). Developing your talent to the next level: Five best practices for
leadership development. Organization Development Journal, 25(3), 37-43.
Murray, S., & Peyrefitte, J. (2007). Knowledge type and communication media choice in the
knowledge transfer process. Journal of Management Issues, 19(1), 111-133.
Neuman, W. L. (2009). Exploring research. (7th ed.). Upper Saddle River, NJ: Pearson Prentice Hall.
Nonaka, I. (1994). A dynamic theory of organizational knowledge creation. Organization Science,
5(1), 14-37
Nonaka, I., & Von Krogh, G. (2009). Tacit knowledge conversion: Controversy and advancement in
organizational knowledge creation theory. Organization Science, 20, 635-652. doi:
10.1287/orsc.1080.0412

REFERENCES
Polanyi, M. (1966). Personal Knowledge. (1st ed.). Garden City, NY: Doubleday & Co. Inc.
Purvanova, R. K., Bono, J. E., & Dzieweczynski, J. (2006). Transformational leadership, job characteristics, and
organizational citizenship performance. Human Performance, 19, 1-22. doi:
10.1207/515327043hup1901_1
Schein, E. H. (2004). Organizational culture and leadership. (3rd ed.). [Electronic version] San Francisco, CA
Jossey Bass.
Schuler, R. S., & Jackson, S. E. (2005). A quarter-century review of HRM in the U.S.: The growth in importance of
the international perspective. Management Revue, 16(1), 11-35.
Wright, P. M., Gardner, T. M., Moynihan, L. M., Allen, M. R. (2005). The relationship between HR practices and firm
performance: Examining causal order. Personnel Psychology. 58, 409-446. doi:10.1111/j.17446570.2005.00487.x

