
In the dynamic and fast-paced commercial world of 
today, the importance of human and social capital in 
achieving organizational success has never been more 
pronounced. While traditional management frameworks 
often prioritize economic capital, it is increasingly clear 
that investing in human capital i.e., the skills, knowledge, 
and abilities of employees; and social capital i.e., the 
relationships, networks, and trust developed within an 
organization; are essential for long-term growth. Human 
capital allows organizations to harness the innovative 
capabilities of their workforce, while social capital fosters 
collaboration and cohesion across teams, driving 
organizational resilience. 

The complexities of workplace dynamics extend beyond 
traditional measures, encompassing emotional 
interactions that can either strengthen or diminish 
human and social capital. Workplace incivility, for 
example, has emerged as a pressing issue, undermining 
both employee well-being and overall organizational 
performance1. Negative behaviors, such as discourtesy 
from supervisors, can trigger emotional distress in 
subordinates, leading to reduced productivity and 
increased workplace conflict. These experiences erode 
the very fabric of social capital, making it essential for 
organizations to address incivility and promote healthier 
interpersonal interactions. 

This article explores how companies can foster both 
human and social capital through employee well-being, 
leadership and mentorship, and workplace inclusion. 
Organizations can improve productivity, creativity, and 
adaptability by making employees the core focus, 
leading to sustainable and inclusive growth. The 
following paragraphs discuss the strategies to enhance 
human and social capital in organizations, addressing 

employee well-being, 
effective leadership, 
and the significance of 
establishing inclusive 
work environment.

A growing body of 
research highlights the 
critical role of employee 
well-being in fostering a 
productive and 
engaged workforce. 
Employee well-being refers to the overall mental, 
physical, and emotional health of employees, and 
organizations that invest in well-being initiatives for 
instance, improvements in retention, job satisfaction, 
and performance. Well-being has a direct impact on 
human capital, as employees who are mentally and 
physically healthy are more likely to be innovative, 
productive, and committed to their work2.  

Organizations such as Unilever have demonstrated the 
benefits of prioritizing employee well-being. Through 
its Well-being Framework, which emphasizes physical, 
mental, and emotional health, Unilever has 
experienced higher employee engagement and 
productivity3.  Programs for recognition, mental health 
assistance, and flexible work schedules are just a few 
examples of initiatives that organizations can 
implement to enhance well-being. These initiatives not 
only increase job satisfaction but also foster a culture of 
trust and collaboration, thus contributing to social 
capital by building stronger interpersonal relationships 
within the organization4.  

Research has emphasized the significance of ‘emotional 
regulation’ as a critical factor in managing workplace 
dynamics and employee well-being5. The ability to 
control and react to emotional experiences in a healthy 
and constructive manner is known as emotional 
regulation6. Employees who possess strong emotional 
regulation skills are better equipped to handle workplace 
stressors, reducing the likelihood of negative emotions 
spiraling into workplace incivility.
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The Conservation of Resources theory postulates that 
individuals seek to acquire, protect, and maintain their 
emotional and physical resources. When these resources 
are threatened by negative interactions, such as incivility, 
employees may experience emotional exhaustion or 
distress, further depleting their capacity to manage 
interpersonal challenges. This, in turn, affects both their 
well-being and the organizational social capital. 

By fostering emotional regulation among employees, 
organizations can create environments where individuals 
are better equipped to cope with workplace incivility. 
Providing training on emotional intelligence and offering 
support systems for employees who experience negative 
emotional interactions can mitigate the adverse effects 
of incivility, ultimately contributing to a healthier and 
more resilient workforce.

Leadership plays a pivotal role in developing both human 
and social capital within an organization. Effective leaders 
are responsible not only for driving performance but also 
for nurturing their employees’ talents, skills, and career 
growth. Leadership and mentorship go hand in hand in 
this context, i.e., mentorship programs provide employees 
with prospects to develop new skills and enhance their 
capabilities while also strengthening interpersonal 
relationships across the organization7.  

Mentorship helps transfer knowledge and skills from 
more experienced employees to newer ones, fostering 
collaboration and team cohesion8.  Through mentorship, 
leaders can build strong social capital by creating a sense 
of community and shared purpose. Research shows that 
companies with formal mentorship programs often have 
higher employee engagement, better job satisfaction, 
and lower turnover rates. Moreover, mentoring helps 
build a positive workplace culture where employees feel 
supported and valued, which directly contributes to both 
human and social capital9.  

Case Study: ‘Salesforce’ has gained recognition for its 
inclusive leadership and mentorship initiatives that 
encourage continuous learning and development.  By 
focusing on mentorship, Salesforce has fostered a 
collaborative environment that nurtures talent and 
encourages the sharing of knowledge across teams11.  
Employees who participate in these programs report 
higher levels of job satisfaction and professional growth. 

Leadership is not only about fostering talent but also 
involves managing one’s own behavior to prevent 
negative emotional interactions that could harm 
workplace dynamics. Research on ‘supervisor workplace 
incivility’ shows that discourteous leaders can result in 
significant negative outcomes for their subordinates. 
Employees exposed to such incivility often develop 
negative emotions, which can translate into ‘subordinate 
workplace incivility’. It results into a cycle of conflict that 
perpetuates conflict and reduces social capital12.  

To mitigate these outcomes, leaders must develop 
emotional regulation skills. By setting a positive example, 
leaders can create a workplace culture where respectful 
communication and mutual trust are prioritized, thus 
reinforcing both human and social capital13.  

A key aspect of social capital is the development of 
inclusive workplace cultures that value diversity. 
Diversity and inclusion are not only ethical requirements; 
they are also strategic considerations that stimulate 
innovation and creativity within businesses. An inclusive 
workplace allows employees from diverse backgrounds 
to share their distinct viewpoints and concepts, which 
will improve decision-making and problem-solving. 
Numerous studies have consistently revealed that 
corporations with diverse teams are more innovative and 
perform better financially14.  

Workplace inclusion fosters social capital by creating a 
setting where workers feel appreciated, respected, and 
free to express their opinions. It is essential for 
organizations to cultivate inclusive cultures that 
celebrate diversity in all its forms i.e., gender, race, age, or 
experience. Inclusivity promotes collaboration and 
builds trust among employees, which are critical 
elements of social capital. 

   Investing in employee well-being is not 
just a benefit; it's a strategy for 

sustainable organizational growth

“ “

Leadership is more than managing 
performance, it's nurturing talent and 

building strong interpersonal 
connections for long-term success

“
“

Inclusive workplaces don't just foster 
diversity; they unlock the full potential 

of every employee, driving creativity 
and innovation

“
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Example: Microsoft has led the way in advancing 
inclusion and diversity in the workplace through 
initiatives like its ‘Global Diversity and Inclusion 
Strategy’15.  The company has established various 
employee resource groups, mentorship programs, and 
inclusive hiring practices aimed at empowering 
underrepresented groups16. These efforts have not only 
enhanced the company’s culture but have also driven 
innovation, making Microsoft one of the most diverse 
and successful tech companies globally17.  

Diversity and inclusion strategies should go beyond mere 
representation. Companies must ensure that diverse 
voices are heard and that employees from various 
backgrounds feel included in decision-making processes. 
A truly inclusive organization values different 
perspectives, actively works to eliminate biases, and 
ensures equal opportunities for all employees. 

There is a growing body of evidence that demonstrates 
the business case for diversity. Studies show that 
organizations with inclusive cultures are more 
innovative, adaptable, and resilient18. In a globalized 
world, where companies face increasingly complex 
challenges, having a diverse workforce allows 
organizations to understand and serve diverse markets 
better. Furthermore, inclusivity fosters stronger 
employee loyalty, leading to lower turnover and higher 
employee engagement. 

Organizations that prioritize the development of human 
and social capital are well-positioned for long-term 
success. By investing in employee well-being, fostering 
leadership and mentorship, and creating inclusive 
workplace cultures, companies can harness the full 
potential of their workforce. These factor also strengthen 
the organizational foundation, ensuring that both 
human and social capital thrive. 

As the global business environment evolves, the 
importance of putting people first will become 
increasingly critical. Organizations that focus on building 
human and social capital will not only drive innovation 
and growth but also create sustainable and resilient 
workforces capable of adapting to future challenges. 
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“

  Organizations with strong social 
capital are better equipped to 
navigate challenges through 

collaboration and trust

“
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