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Abstract 

The aim of this study is to establish the impact of human capital development on the job 

satisfaction of Chinhoyi Municipality workers. The independent variables are training and 

development, performance appraisal, salary and employee recognition. Employee Job 

satisfaction is the dependent variable. This study adopted a quantitative approach. The 

population for the study consisted of 150 employees of Chinhoyi Municipality. The 

questionnaire approach was utilised to collect data from research participants. The hypotheses 

for the study were tested using T-test statistics at 0.05% level of significance. The results 

revealed that there is a positive relationship between human capital development and 

employee job satisfaction. Based on the findings the study recommends that human capital 

development practices should be adopted by organizations in order to increase employee job 

satisfaction. 

Key words: Employee Job Satisfaction, Training and Development, Performance Appraisal, 

Salary, Employee Recognition and Firm Performance. 

 

Introduction 

Employee job satisfaction refers to the positive feelings and perceptions generated by the 

employee about their work, leadership, compensation and place of work (Togid et al, 2004). 

Bodur (2002) argues that there are many factors that are associated with employee job 

satisfaction and these factors include age, education, workplace environment, compensation 

levels, training and development and employee recognition. According to Locke (1976) 

employee job satisfaction is a good emotional experience felt by the employee after upraising 

their job environment. Smith et al, (1969) suggested that there are five areas of employee job 

satisfaction and these areas include, pay, promotion, co-workers, supervision, the work itself, 

recognition, working conditions, the company itself and management. 

The literature on job satisfaction, divides job satisfaction into intrinsic and extrinsic job 

satisfaction (Hulin and Judge (2003)). Extrinsic factors of job satisfaction include pay and 

promotions whereas extrinsic factors include co-workers, supervision and work itself, (Hulin 

and Judge, 2003). Many scholars have argued that employee job satisfaction is highly correlated 

to both employee productivity and firm performance. Employee job satisfaction increases 

employee productivity, employee involvement and reduces the likelihood of staff-turnover. 



  International Journal of Academic Research in Business and Social Sciences 

        2017, Vol. 7, No. 12 

ISSN: 2222-6990 

 

 

875 

www.hrmars.com 

 

 

Employee job satisfaction is an important technique used by organisations to motivate workers 

to work hard and to become more productive. Several studies have found a positive correlation 

between employee job satisfaction and company performance (Chan et al, 2000; Chandrasekar, 

2011; Zohir, 2007). According to Ostroff (1992), companies that have a pool of more satisfied 

workers are effective in implementing strategy compared to companies with disgruntled 

employees. Harter et al (2002) argue that the relationship between employee job satisfaction 

and firm performance is measured by employee productivity, profit, employee turnover, 

employee accidents and customer loyalty. Several studies have shown that higher returns on 

assets (ROA) and higher earnings per share are positively correlated with higher job satisfaction 

(Schneider et al, 2003). 

 

The Review of Related Literature 

The concept of human capital is used to describe organizational activities, such as training, 

education, and any other professional initiatives that are meant to increase levels of 

knowledge, skills, abilities, values and social assets of an employee (Rostogi, 2000). According 

to Bontis et al (1999), human capital refers to the human element of the organisation, which 

has the ability to learn, change, innovate and provide the creative thrust for the sustenance and 

ultimate survival of the organisation. Davenport (1999) argues that the human factor in the 

organisation has innate abilities, behaviours and personal energies which are collectively 

described as human capital. On the other hand, human capital development is a process of 

increasing the human knowledge and enhancing the productivity and skills of employees 

through training and continuous education (Erluwina, 2007). 

 

Training and Development 

Armstrong (2001) defines training as a “Systematic development of the knowledge skills and 

attitudes required by …” employees in order to be more relevant to the work environment. 
Mamoria (1995) defines employee training as the process of “increasing knowledge and skills.” 
According to Aswathappa (2000), employee training is concerned with increasing the aptitudes, 

skills and abilities of workers so that they become more effective and more efficient in their 

work environment. On the other hand, development entails the acquisition of skills and 

knowledge for future use (Eze, 2005). The literature on employee training describes the 

concept of development as “a long term education and theoretical knowledge for general 
purpose.” (Eze, 2005). Noe (2008) and Garner (2012) describe training as a process. Imran and 

Tanveer (2015:28) give various types of training: 
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Table 1: Types of Training 

Types of Training Description 

1. On the job training It involves training through practice on the 

work place. 

2. Apprenticeship training It involves providing training through both 

classroom lectures and on the job training. 

3. Job instruction training Training is given on each job task in a 

sequence. 

4. Programmed learning It involves providing training, taking test on 

what is taught and providing feedback on the 

spot. 

5. Teamwork training It is about telling how to work as a team or in 

a group. 

6. Lifelong learning It is meant to train throughout the work life 

using different aids. 

7. Audio-Visual power-point. Refers to video conferencing audio and video 

tapes related to the job skills. 

8. Simulation  Training about certain procedures and costly 

equipment is given in an artificial 

environment. 

 

Source: Imran and Tanveer (2015:28) 
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Table 2. Definitions and Key Components of Human Resource Development 

Author Definitions 

Key 

Compone

nts 

Basic 

Theori

es 

Nadler 

(1970) 

Human resource development means the 

process that enables the personnel to 

receive experiences and learning at a certain 

period of time in order to change the 

individual's behaviors.  

 

Behavioral 

Change 

Adult 

learning 

Psychologic

al theory 

McLagan 

(1989)        

Human resource development 

means the integration of trainingand 

development, the professional development 

and the organizational development in order 

to increase productivity at the organizational 

and individual levels. 

 

Training  

development 

professional 

development 

career 

organizationa

l 

development 

 

Theories in 

psychology 

System theory 

Economic 

Theories 

Gilley and     

England         

(1989) 

Human resource development means 

organizing activities orwithin organization 

learning for improving performance and 

growth of the workers with the purpose of 

improving work,  personnel, and organization.  

Learning 

activity 

The 

improvement 

of 

performance 

 

Psychological 

theory 

System theory 

Economic 

Theories 

 

Nadler and 

Nadler (1989)     

Human resource development means the 

process of enabling the personnel to receive 

experiences and learning at a designated 

period of time in order to improve working 

Learning 

Improvement 

of 

performance 

Psychology 

performance 
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ability and to promote personnel growth. 

 

 

Chalofsky 

(1992) 

   Human resource development means the 

study and practice for    organizational  

Increasing individual, group and     

performance organizational learning via the 

development of various tools/ that shall assist 

learning with the purpose of increasing 

.efficiency of the workers and the organization 

Ability to 

learn 

Improvement 

of Practice 

 

 

 

Psychological 

system theory 

performance 

of the 

personnel 

Marsick and      

Watkins 

(1994) 

 

Human resource development        means the 

integration of concepts such as training, 

professional development, and organizational 

development in order to create learning within 

the organization and the  concepts shall be 

systematically     Organization applied 

throughout the organization. 

Training and 

development 

professional 

development 

Organizationa

l 

development 

Learning 

 

Results of 

performance 

of the 

personnel 

Organizationa

l performance 

System 

Theory 

Economic and 

psychology 

Theories 

 

Swanson         

(1995)  

Human resource means the process of 

development and the process of providing 

expertise to the personnel via organizational 

development and training.The purpose of the 

development    the working is to improve 

performance.  

 

Training and 

development 

Organizationa

l 

development 

Improving 

performance 

and the 

working 

process of  

theorganizati

on and 

individual 

 

System 

Theory 

Economic 

Theory 

Psychology 

Theories 

 

Swanson         

(2009) 

Human resource development means 

the process ofdevelopment and the release 

of expertise to the personnel with the 

purpose of improving performance and work 

process team work and performance at the 

individual level HRD tries to instill all these via 

training and development, organizational 

Development 

of 

expertise 

Release of 

expertise 

Improving 

performance 

System 

Theory 

Economic 

Theory 

psychology 

Theory 
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development, the improvement of 

performance, organizational learning, 

professional management, leadership and 

development, etc. 

 

Source: (Swanson and Holton, 2009) 

 

Table 2. has shown the definitions, components and basic theories of human resource 

development which are employed by each scholar which differ from each other. As for 

concepts, they are widely quoted. For this study, the researcher has chosen human resource 

development components such as training and development because it has been found that they 

are the concepts that are widely used in human resource development. As for education and 

learning, it is another factor that affects personnel development. Such factors are consistent 

with the concepts of human resource development, which require personnel development that 

will increase skills, knowledge and capability among employees. All these requirements will 

contribute to the advantage in achieving sustainability in the process of competition.  

 

Employee Training and Job Satisfaction 

Several studies have established that the training and development of staff leads to increased  

employee commitment and the strengthening of the organisation’s competitiveness in the long 

run (Karia, 1999; Karia and Ahmad, 2000; Action and Golden, 2002). There is a positive 

relationship between staff-training and employee productivity (Barret, 1988). Staff training and 

development correlates highly with employee, job satisfaction and profitability in large 

companies (Barret, 1988). Well trained employees increase their capacity to implement firm 

strategies and to achieve organizational objectives (Marquardt et al, 2000). Studies have shown 

that organisations that invest in staff training and development are able to reduce staff 

turnover and to increase the morale of their employees who develop positive attitudes towards 

their organisation (Bulut and Culha, 2010). 

 

Performance Appraisal 

The concept of performance appraisal refers to the process in which organisations and 

individual employees assess the extent to which they are able to achieve organizational goals 

and the challenges they face in the process of implementing such goals (Oladimeji, 1999). 

Performance appraisal is an instrument used by organisations to evaluate the performance 

levels of employees and to identify areas in which employees need further training and 

development in order to become more relevant to the organisation (Atiomo, 2000; Fajana, 

1997). The performance appraisal is a framework used by the management to measure the job 

related strength and weaknesses of employees with the sole purpose of making decisions about 

the individual employee (Ahman and Bujang, 2013). The existing literature on performance 

appraisal reveals that employee performance evaluation is highly correlated to employee job 

satisfaction when the employee gets promoted (Babin and Boles, 1996). The rewards 

associated with the performance appraisal system motivate employees to work harder (Lloyd 
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Kin, 2009). Yousef (2000) argues that the performance appraisal system may bring about job 

dissatisfaction when wrong issues are appraised and when wrong techniques are used. When 

performance appraisal systems are well designed and well implemented, employees are highly 

motivated to increase their productivity levels (Lloyd Kin, 2009). Several studies have claimed 

that employees who are not subjected to performance appraisal are likely to affect the 

performance of the organisation through absenteeism, higher turnover, lower productivity, 

recruitment and training costs (Baker et al, 2007). Employees whose performance is appraised 

from time to time are more likely to increase their loyalty for the organisation (Baker et al, 

2004). 

 

Employee Rewards 

Research shows that there is a positive relationship between financial and non-financial 

rewards and employee job satisfaction (Decenzo and Robbins, 2010; Haile, 2009). A number of 

studies show that employees who feel appreciated through financial rewards are likely to 

increase their productivity, morale and job satisfaction (Nelson, 2005; Gostick and Elton, 2007; 

Darling et al, 1997). The literature on employee rewards have shown that financial rewards do 

not increase job satisfaction and this assertion is supported by Srivastava (2001) who argues 

that financial rewards have a de-motivating or negative effect on employees. According to 

Deprose (1994), the motivation and productivity of employees is enhanced by the provision of 

both financial and non-financial rewarding systems. Babakus et al (2003) argues that monetary 

rewards influence employees to have a positive attitude towards their employer and in the 

same way, a system of rewards influences managers to have a positive attitude towards both 

the organisation and the employees. Some studies have revealed that there is no correlation 

between employee rewards and job satisfaction (Baet et al, 2003; Guest, 2002). Employees get 

more satisfaction when their contributions to the wellbeing of the organisation are 

acknowledged by management (Baer et al, 2005.) 

 

Job Security 

James (2012) defines job security as a situation in which the employer assures the employees 

that they will not be retrenched even when the company is facing financial difficulties. 

According to Adebayo and Lucky (2012), the concept of job security refers to the positive 

relationship that prevails between the management and the employees. Job security may also 

mean the existence of a good working environment, good compensation systems and a highly 

motivated staff. Job security also means that companies are operating in a good economic 

environment in which they are able to increase their profits and create more new jobs (Lucky, 

2012). Clark (2001) argues that job security is a critical ingredient of employee job satisfaction. 

Geishecker (2010) and Sousa-Poza (2000) agree that job security correlates highly with 

employee job satisfaction and situations of high unemployment and high income inequality are 

the major causes of employee job dissatisfaction (Alesina et al, 2004). However some studies 

have shown that there is no relationship between job security and job satisfaction (Sverke et al, 

2002). On the other hand Bordia and Difonzo (2004) argue that job threats undermine 

employee job security and subsequently reduce employee job satisfaction. Employees who are 
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unable to control their own environment due to increased job threats are likely to develop 

negative attitudes towards the organization as a whole and this situation reduces job 

satisfaction significantly (Sverke et al, 2002).  

 

Statement of the Problem 

High labour turnover damages the organization   through increased costs of recruitment and 

selection, delayed service delivery and low morale amongst employees. Kabungaidze et al. 

(2013) argues that such activities greatly affect organizational success to prosper in today‘s 
competitive economy due to their inability to retain the right quality of employees. There also 

seems to be a grey area between training and employee job satisfaction because most 

researches on the impact of training on employee job satisfaction have shown inconclusive 

results (Coetzee and Schreuder 2013; Terera and Ngirande 2014). Another factor is that 

although various researches were conducted on the impact of training in organizations, not 

enough research has been conducted in urban municipalities of Zimbabwe to provide empirical 

support for the impact of training and development on  attitudinal factors such as 

organizational commitment and employee job satisfaction especially among the administrative 

staff. Therefore the research seeks to investigate the impact of training and development 

programmes on the job satisfaction of workers in Zimbabwe urban municipalities.  

 

Objectives of the study 

The study was guided by the following objectives: 

1. To find out the extent to which training and development can translate into employee 

job satisfaction. 

2. To establish whether performance appraisal systems can increase the job satisfaction of 

employees. 

3. To assess the relevance of employee reward systems to the creation of employee job 

satisfaction. 

4. To evaluate the relationship between job security and employee job satisfaction. 

 

Hypothesis 

HO1 There is no positive relationship between training and development and job 

satisfaction. 

HO2 There is no positive relationship between the performance appraisal system and 

job satisfaction. 

HO3 There is no positive relationship between employee reward systems and job 

satisfaction. 

HO4 There is no positive relationship between job security and job satisfaction. 
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Methodology 

The survey research design was used in this study. The survey research design enabled the 

researcher to find out the effect of human capital development on the job satisfaction of 

Chinhoyi Municipality workers in Zimbabwe. The population of the study consisted of all urban 

municipal workers in Zimbabwe. The target population consisted of all Chinhoyi Municipality 

workers. The sample size of the research participants was 30 and the purposive sampling 

technique was used. The sample consisted of both male and female workers drawn from 

various categories of job positions. The research participants were well experienced and had 

worked for the organization for more than five years. The questionnaire was the main 

instrument for data collection. The questionnaire was characterized by Likert scale items 

amenable for statistical analysis. The hypotheses for the study were tested using T-test 

statistics at 0.05% level of significance. The reliability of the questionnaire was established 

through the test-retest procedures. 

 

Analysis and Results 

Hypothesis 1 

There is no positive relationship between training and development and job satisfaction. 

Table 1:1 Correlation between training and development and job satisfaction 

 

Table 1 shows that the null hypothesis cannot be accepted. The significant value (.043) which is 

related to t-calculated value (2.63) is less than the critical value of 5%. This means that there is 

a positive relationship between training and development and employee job satisfaction. 

 

Hypothesis 2 There is no relationship between the performance appraisal system and job 

satisfaction. 

Table 2: Correlation between training and development and employee job satisfaction 

 

Table 2 shows that the critical value of 5% is bigger than both the significant value (0.033) and 

the calculated T-value of 3.66. This means that the relationship between the performance 

appraisal and employee job satisfaction is positive. 

Hypotheses Paired Differences T.Cal Df Sig (2-

Tailed) Mean Std. Dev Std Error Mean 

Training and development 

and employee job satisfaction 

5.000 3.711 1.77 2.63 4 .043 

Hypothesis  Paired differences T.cal Df Sig (2-

tailed) Mean Std. dev Std error mean 

The performance appraisal 

and the job satisfaction of 

Chinhoyi Municipality 

workers 

4.566 4.67 1.745 3.66 4 0.033 
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Hypothesis 3 There is no positive relationship between employee rewards and employee job 

satisfaction. 

Table 3: Correlation between employee rewards and job satisfaction 

 

Table 3 shows that the critical value of 5% is greater than the significant value of 0.041, which is 

related to the calculated t value of 3.21. This means that there is a positive relationship 

between employee rewards and the job satisfaction of Chinhoyi Municipality workers. 

 

Hypothesis 4 There is no relationship between job security and employee job satisfaction. 

Table 4: Correlation between job security and employee job satisfaction. 

 

Table 4, shows that the significant value is 0.34 and the related t-calculated value is 3.57 and 

the significant value is less than the 5% critical value. This means that there is a positive 

relationship between job security and the job satisfaction of Chinhoyi Municipality workers. 

 

Discussion of Results 

The results of the study reveal that there is a positive relationship between training and 

development and job satisfaction. These results are supported by other studies that explain 

that staff training and development correlate highly with job satisfaction (Barret, 1998; Ahmad, 

2000; Acton an Golden, 2002). The literature on employee training established that there is a 

positive relationship between the performance appraisal system and employee job satisfaction. 

The existing literature has also confirmed that the performance appraisal systems correlate 

highly with employee job satisfaction (Babin an Boles, 1996; Lloyd Kin, 2009; Yousef, 2000). 

Several studies have claimed that employees who are not subjected to performance appraisal 

are likely to affect the overall performance of the organization through absenteeism, high staff 

turnover, lower productivity, recruitment and training costs (Bakker et al, 2007). The results of 

this study show that there is a positive relationship between employee rewards and employee 

job satisfaction. These results are also supported by Nelson (2005). Gostick and Elton (2007) 

and Darling et al (1997), who argue that financial rewards increase employee productivity and 

employee job satisfaction. The results of this study are refuted by Srivatava (2001) and 

Deeprose (1994) who argue that both financial and non-financial rewards have a demotivating 

Hypothesis  Paired differences T.cal Df Sig (2-

tailed) Mean Std. dev Std error mean 

Employee rewards and the 

job satisfaction of Chinhoyi 

Municipality workers 

3.77 4 1.764 3.21 4 0.041 

Hypothesis  Paired differences T.cal Df Sig (2-

tailed) Mean Std. dev Std error mean 

Job security and the job 

satisfaction of Chinhoyi 

Municipality workers. 

4.06 4.46 1.698 3.57 4 0.034 
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effect on employee job satisfaction. The results of this study have shown that there is a positive 

relationship between job security and employee job satisfaction. However, some studies have 

shown that there is no relationship between job security and employee job satisfaction (Sverke 

et al, 2002). 

 

Conclusion 

The results of the study reveal that there is a positive relationship between training and 

development and job satisfaction. These results are supported by other studies that explain 

that staff training and development correlate highly with job satisfaction (Barret, 1998; Ahmad, 

2000; Acton an Golden, 2002). Achieving business objectives is a challenging and for any 

organization to achieve its objectives the effective utilization of available human resources, 

technology, finances, and physical resources is critical. Human resources play a very important 

role in the realization of the objectives of the business. If the human resources are not properly 

motivated and trained, the management will not able to accomplish the desired results. The 

organization should therefore adopt needs based training programmes and design such training 

programmes meticulously for the training programmes to be successful. 

The goals of training and development must be clear to the staff. The goals of training and 

development must be communicated to both management and the staff. The performance 

appraisal system must be used to identify areas in which employees need further training and 

development in order to become relevant to the needs of the organisation. Employee rewards 

must be varied so that they have a positive effect on employee job satisfaction. Employee job 

security is synonymous with organisational health. Management should come up with effective 

strategies to improve the job security of employees in the organisation. Today many companies 

are focusing on promoting from within; therefore, training and development programmes 

provide a pool of employees who have the requisite skills needed by the organization. This 

study is important in that it provides employee opportunities to advance within the 

organization in order to increase loyalty and reduce involuntary turnover.The results show that 

performance is increased with skills improving by training and development programmes and 

also satisfaction level is high among employees if they are given proper training. 
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