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Article History Abstract 

Original Research Article 
Human capital has become one of the most critical drivers of organizational competitiveness 

and sustainable business growth in the knowledge-based economy. However, conventional 

human resource management approaches primarily emphasize employee administration, 

performance management, and workforce retention while giving limited attention to 

developing employees as internal entrepreneurs. This article introduces the Human Capital 

Venture Model (HCVM), a conceptual framework that integrates human capital development 

with internal entrepreneurship to transform employees into strategic innovators and venture 

creators. Drawing on Human Capital Theory, the Resource-Based View, Dynamic 

Capabilities Theory, and Corporate Entrepreneurship Theory, the article argues that 

sustainable business growth is achieved when organizations intentionally invest in employee 

knowledge, entrepreneurial competencies, leadership development, empowerment, and 

innovation capabilities. The proposed model comprises five interrelated components: human 

capital investment, entrepreneurial capability development, employee empowerment, 

innovation and venture creation, and sustainable business growth. These components operate 

as a continuous cycle that enables employees to identify opportunities, generate innovative 

solutions, improve organizational performance, and strengthen long-term competitiveness. 

The article further discusses the theoretical foundations, operational framework, practical 

implications, and strategic relevance of the model for contemporary organizations. The 

Human Capital Venture Model contributes to the literature by providing an integrated 

perspective that bridges the gap between human capital development and corporate 

entrepreneurship. It offers organizations a strategic roadmap for cultivating entrepreneurial 

employees capable of driving innovation, organizational resilience, and sustainable value 

creation. Future research should empirically validate the model across different industries 

and organizational contexts to establish its applicability and effectiveness. 
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Introduction 

The twenty-first-century business environment is 

increasingly characterized by rapid technological 

advancement, globalization, digital transformation, shifting 

consumer preferences, economic volatility, and intense 

market competition. These developments have 

fundamentally reshaped the determinants of organizational 

success, compelling firms to move beyond traditional 

sources of competitive advantage toward innovation-driven 

and knowledge-based strategies. While financial capital, 

technological infrastructure, and operational efficiency 

remain essential organizational resources, contemporary 

management literature consistently identifies human capital 

as the most strategic asset for achieving sustainable 

organizational performance and long-term competitiveness 

(Becker, 1964; Barney, 1991). As organizations navigate 

increasingly complex and uncertain environments, 
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employees are no longer viewed merely as factors of 

production but as knowledge creators, innovators, and 

strategic partners capable of generating sustainable 

business value through creativity, problem-solving, and 

entrepreneurial action. 

The growing importance of human capital is rooted in the 

transition from an industrial economy to a knowledge-

based economy, where organizational success depends 

largely on the ability to create, acquire, integrate, and apply 

knowledge effectively. Human Capital Theory posits that 

investments in employees' education, skills, competencies, 

and experience enhance productivity and generate long-

term economic returns for both organizations and society 

(Schultz, 1961; Becker, 1964). Similarly, the Resource-

Based View (RBV) argues that sustainable competitive 

advantage arises from valuable, rare, inimitable, and non-

substitutable organizational resources, among which 

human capital occupies a central position because of its 

capacity to foster innovation and organizational 

adaptability (Barney, 1991). Consequently, organizations 

increasingly recognize that competitive superiority depends 

not merely on acquiring talented employees but on 

continuously developing their capabilities to generate new 

ideas, solve organizational problems, and exploit emerging 

business opportunities. 

In response to these changing organizational realities, the 

concept of intrapreneurship has emerged as a critical 

strategic approach to organizational development. 

Intrapreneurship refers to the entrepreneurial behaviour 

exhibited by employees within established organizations, 

whereby individuals proactively identify opportunities, 

initiate innovation, develop new products or services, 

improve organizational processes, and create value without 

necessarily owning the enterprise (Pinchot, 1985; Antoncic 

& Hisrich, 2003). Numerous empirical studies have 

demonstrated that organizations that cultivate 

intrapreneurial behaviour experience higher levels of 

innovation, employee engagement, organizational 

resilience, and financial performance than those relying 

solely on top-down management structures (Ireland, Covin, 

& Kuratko, 2009; Kuratko, Morris, & Covin, 2014). These 

findings underscore the growing need for organizations to 

establish systems that empower employees to think and act 

as entrepreneurs while aligning their innovative efforts with 

organizational objectives. 

Despite significant advances in strategic human resource 

management, many organizations continue to operate 

within conventional management frameworks that 

emphasize recruitment, performance evaluation, 

compensation, compliance, and employee retention as 

primary human resource functions (Armstrong & Taylor, 

2023). Although these practices remain indispensable for 

organizational effectiveness, they often fail to cultivate 

entrepreneurial mindsets, innovation capabilities, and 

opportunity recognition skills among employees. In an era 

where continuous innovation has become a prerequisite for 

survival, organizations require more than technically 

competent employees; they require individuals capable of 

generating novel ideas, managing uncertainty, taking 

calculated risks, and transforming opportunities into 

sustainable organizational value (Hisrich, Peters, & 

Shepherd, 2020). This shift necessitates a strategic 

framework that integrates human capital development with 

entrepreneurial capability, thereby enabling employees to 

function as internal venture creators rather than passive 

organizational resources. 

Against this backdrop, this article introduces the Human 

Capital Venture Model (HCVM) as a novel conceptual 

framework designed to transform employees into internal 

entrepreneurs who contribute directly to sustainable 

business growth. Unlike traditional human resource 

management models that primarily focus on enhancing 

employee performance, the Human Capital Venture Model 

emphasizes the systematic development of entrepreneurial 

competencies, innovation capabilities, strategic leadership, 

collaborative learning, and opportunity recognition among 

employees. The model extends the foundations of Human 

Capital Theory by integrating complementary perspectives 

from entrepreneurship, organizational learning, dynamic 

capabilities, innovation management, and knowledge 

management to establish an organizational ecosystem 

where entrepreneurial behaviour becomes an integral part 

of everyday work practices (Nonaka & Takeuchi, 1995; 

Teece, Pisano, & Shuen, 1997). 

The Human Capital Venture Model is founded on the 

premise that every employee possesses latent 

entrepreneurial potential that can be cultivated through 

deliberate organizational investment in knowledge 

development, leadership empowerment, innovation support 

systems, and a culture that encourages experimentation and 

calculated risk-taking. Rather than restricting 

entrepreneurship to business founders or senior executives, 

the model democratizes innovation by positioning 

employees at all organizational levels as potential creators 

of strategic value. Such an approach aligns with 

Organizational Learning Theory, which emphasizes 

continuous knowledge creation and organizational 

adaptation as essential mechanisms for sustaining 

competitive advantage in dynamic environments (Argyris 

& Schön, 1978; Senge, 1990). By fostering entrepreneurial 

thinking across the workforce, organizations become better 

equipped to identify emerging opportunities, respond 

proactively to environmental changes, accelerate 
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innovation processes, and strengthen organizational 

resilience. 

Furthermore, the pursuit of sustainable business growth 

increasingly requires organizations to balance economic 

performance with innovation, adaptability, employee 

development, and long-term organizational resilience. 

International development frameworks, including the 

United Nations Sustainable Development Goals (SDGs), 

particularly Goals 8 and 9, emphasize the importance of 

productive employment, innovation, institutional capacity 

building, and sustainable economic growth as essential 

drivers of development (United Nations, 2015). The Human 

Capital Venture Model contributes to these objectives by 

providing a strategic mechanism through which 

organizations can develop entrepreneurial employees 

capable of driving continuous innovation, improving 

organizational competitiveness, and creating shared value 

for stakeholders. In doing so, the model positions human 

capital not merely as a productive resource but as an 

enduring source of innovation, strategic renewal, and 

sustainable competitive advantage. 

Based on this that I  therefore proposes the Human Capital 

Venture Model as an emerging paradigm for strategic 

human capital development in contemporary organizations. 

It argues that sustainable business success in the knowledge 

economy will increasingly depend on organizations' ability 

to transform employees from conventional workers into 

empowered internal entrepreneurs who actively contribute 

to innovation, organizational learning, and value creation. 

By integrating insights from human capital theory, 

entrepreneurship, strategic management, and 

organizational learning, the article seeks to establish a 

comprehensive conceptual foundation for understanding 

how entrepreneurial human capital can become a catalyst 

for sustainable business growth in an increasingly 

competitive global economy. 

Literature Review 

Concept of Human Capital 

Human capital is widely recognized as one of the most 

valuable intangible assets available to contemporary 

organizations. It encompasses the collective knowledge, 

skills, competencies, education, experience, creativity, 

health, attitudes, and capabilities possessed by individuals 

that enhance their productive capacity and contribute to 

organizational performance (Schultz, 1961; Becker, 1964). 

Unlike physical and financial capital, human capital is 

dynamic, accumulative, and capable of generating 

increasing returns through continuous learning, innovation, 

and experience. As economies transition toward 

knowledge-intensive industries, organizations increasingly 

depend on the intellectual capabilities of their workforce 

rather than solely on tangible resources to achieve 

sustainable competitive advantage. 

The theoretical foundation of human capital can be traced 

to the pioneering works of Theodore Schultz (1961) and 

Gary Becker (1964), who argued that expenditures on 

education, training, healthcare, and skill acquisition should 

be regarded as investments rather than costs because they 

improve workers' productivity and generate future 

economic returns. Becker (1964) further emphasized that 

organizations investing strategically in employee 

development benefit from increased efficiency, improved 

innovation, higher productivity, and enhanced 

organizational performance. This perspective shifted 

management thinking by recognizing employees as 

productive assets whose value appreciates through 

continuous investment and capability development. 

Modern scholars have expanded the concept beyond formal 

education and vocational training to include intellectual 

capacity, emotional intelligence, creativity, adaptability, 

leadership potential, digital competencies, and the ability to 

generate innovative solutions in response to organizational 

challenges (Armstrong & Taylor, 2023). In today's 

knowledge economy, employees are expected not only to 

perform assigned responsibilities but also to contribute 

strategic ideas, improve operational processes, identify 

business opportunities, and facilitate organizational 

transformation. Consequently, human capital has evolved 

into a multidimensional construct that integrates technical 

expertise with behavioural competencies, innovation 

capability, and strategic thinking. 

From the perspective of the Resource-Based View (RBV), 

human capital represents a strategic organizational resource 

capable of generating sustainable competitive advantage 

because it is valuable, rare, difficult to imitate, and largely 

non-substitutable (Barney, 1991). Competitors may acquire 

similar technologies, financial resources, or production 

facilities, but the unique combination of employee 

knowledge, organizational experience, creativity, and 

collaborative capabilities remains difficult to replicate. This 

uniqueness enables organizations to innovate continuously, 

respond effectively to changing market conditions, and 

maintain superior performance over time. Accordingly, 

effective human capital management has become an 

essential component of organizational strategy and long-

term sustainability. 

Human capital also plays a central role in organizational 

innovation and knowledge creation. Nonaka and Takeuchi 

(1995) argue that organizational knowledge is generated 

through continuous interaction between individual 

knowledge and collective organizational learning. 

Employees create value by converting tacit knowledge 

acquired through experience into explicit organizational 
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knowledge that can be shared, refined, and applied across 

the organization. This process strengthens innovation 

capacity, enhances organizational learning, and improves 

decision-making. Similarly, Senge (1990) emphasizes that 

learning organizations continuously develop the 

capabilities of their employees to adapt to environmental 

changes and sustain organizational growth. 

In addition, Dynamic Capabilities Theory suggests that 

organizational success depends on the ability to integrate, 

develop, and reconfigure internal competencies in response 

to rapidly changing business environments (Teece, Pisano, 

& Shuen, 1997). Human capital serves as the primary 

mechanism through which organizations acquire these 

dynamic capabilities. Employees equipped with advanced 

knowledge, entrepreneurial skills, technological 

competence, and strategic insight enable organizations to 

recognize opportunities, respond to environmental 

uncertainty, and develop innovative products, services, and 

business models. Therefore, investment in human capital 

contributes not only to operational efficiency but also to 

organizational resilience and long-term competitiveness. 

Despite widespread recognition of its importance, many 

organizations continue to adopt traditional approaches to 

human resource management that focus primarily on 

workforce administration, compliance, recruitment, 

compensation, and performance evaluation. While these 

functions are essential, they often overlook employees' 

entrepreneurial potential and their capacity to contribute 

strategically beyond prescribed job responsibilities 

(Armstrong & Taylor, 2023). Such conventional practices 

may limit innovation, reduce employee engagement, and 

constrain organizational adaptability in increasingly 

competitive markets. Consequently, scholars have called 

for a shift from traditional human resource management 

toward strategic human capital management that 

emphasizes continuous learning, innovation, leadership 

development, and entrepreneurial capability (Wright, 

McMahan, & McWilliams, 1994). 

Within this emerging perspective, human capital should not 

merely be regarded as a collection of employee 

competencies but as a venture-generating organizational 

asset capable of creating new opportunities and driving 

sustainable growth. Employees possess unique insights into 

organizational processes, customer needs, technological 

developments, and market trends that can be transformed 

into innovative products, improved services, and strategic 

business initiatives when appropriately supported. 

Unlocking this entrepreneurial potential requires 

organizational systems that encourage creativity, 

collaboration, knowledge sharing, calculated risk-taking, 

and continuous professional development. 

The Human Capital Venture Model proposed in this article 

builds upon this expanded understanding of human capital 

by arguing that organizations should intentionally 

transform employees into internal entrepreneurs rather than 

simply developing them as competent workers. Under this 

model, human capital becomes a strategic venture asset 

capable of generating innovation, creating competitive 

advantage, and ensuring sustainable business growth. By 

integrating entrepreneurial capability with human capital 

development, organizations establish an environment 

where employees continuously identify opportunities, 

initiate innovative solutions, and contribute directly to 

organizational renewal and long-term value creation. This 

conceptualization extends existing human capital literature 

by positioning entrepreneurial employees as the primary 

drivers of organizational sustainability in the knowledge-

based economy. 

Concept of Internal Entrepreneurship 

(Intrapreneurship) 

The concept of internal entrepreneurship, commonly 

referred to as intrapreneurship, has emerged as a significant 

area of inquiry in entrepreneurship, strategic management, 

and organizational behaviour due to its potential to 

stimulate innovation and sustain organizational 

competitiveness. Unlike traditional entrepreneurship, 

which focuses on the creation of independent business 

ventures by individuals assuming financial and operational 

risks, intrapreneurship describes entrepreneurial activities 

undertaken by employees within existing organizations to 

develop new products, services, processes, or business 

opportunities that contribute to organizational growth and 

value creation (Pinchot, 1985). In essence, intrapreneurship 

transforms employees from passive executors of assigned 

tasks into proactive innovators who identify opportunities, 

challenge conventional practices, and initiate strategic 

change while remaining within the organizational structure. 

The term intrapreneur was popularized by Gifford Pinchot 

III in his seminal work Intrapreneuring (1985), where he 

described intrapreneurs as employees who behave like 

entrepreneurs while utilizing the organization's resources to 

develop innovative ideas into commercially viable 

ventures. According to Pinchot (1985), successful 

organizations are those that create internal environments 

where employees are empowered to experiment, assume 

calculated risks, and pursue innovation without fear of 

punitive consequences arising from failure. This 

perspective challenged the traditional bureaucratic model 

of organizational management by advocating greater 

employee autonomy, creativity, and decentralized decision-

making as essential ingredients for organizational renewal. 

Subsequent scholarly contributions have expanded the 

conceptual boundaries of intrapreneurship beyond new 
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venture creation to include opportunity recognition, 

organizational innovation, strategic renewal, process 

improvement, and knowledge commercialization. Antoncic 

and Hisrich (2003) define intrapreneurship as 

entrepreneurial behaviour occurring within existing 

organizations through innovation, proactiveness, self-

renewal, and calculated risk-taking. Their 

multidimensional perspective recognizes that 

entrepreneurial activities may involve developing entirely 

new business units, introducing innovative organizational 

processes, improving existing products and services, 

entering new markets, or redefining organizational 

strategies to respond to changing environmental conditions. 

Corporate entrepreneurship literature similarly views 

intrapreneurship as a strategic mechanism through which 

organizations continuously reinvent themselves in response 

to competitive pressures. Ireland, Covin, and Kuratko 

(2009) argue that organizations capable of embedding 

entrepreneurial thinking into their organizational culture 

are more likely to sustain innovation, adapt to 

environmental uncertainty, and achieve long-term 

competitive advantage. Rather than depending solely on top 

management for strategic innovation, corporate 

entrepreneurship encourages entrepreneurial behaviour 

across all organizational levels, thereby expanding the 

organization's capacity for creativity, opportunity 

exploitation, and strategic renewal. This distributed 

approach to innovation enhances organizational agility 

while reducing dependence on centralized decision-making 

structures. 

Intrapreneurship is fundamentally distinguished by several 

interrelated characteristics. First, it emphasizes innovation, 

requiring employees to generate creative ideas capable of 

improving organizational products, services, technologies, 

or operational processes. Second, it promotes 

proactiveness, whereby employees actively anticipate 

market trends, identify emerging opportunities, and initiate 

organizational responses before competitors. Third, 

intrapreneurship involves calculated risk-taking, 

encouraging employees to pursue innovative initiatives 

despite uncertainty while balancing organizational 

resources responsibly. Fourth, it requires strategic 

autonomy, allowing employees sufficient discretion to 

experiment with new ideas and implement innovative 

solutions. Finally, intrapreneurship emphasizes value 

creation, ensuring that entrepreneurial activities contribute 

directly to organizational performance, customer 

satisfaction, and long-term sustainability (Covin & Slevin, 

1991; Lumpkin & Dess, 1996). 

The effectiveness of intrapreneurship is closely associated 

with organizational culture and leadership. Organizations 

characterized by rigid bureaucratic structures, excessive 

centralization, and punitive attitudes toward failure often 

discourage entrepreneurial behaviour among employees. 

Conversely, organizations that promote psychological 

safety, open communication, collaborative learning, and 

employee empowerment create environments where 

innovation can flourish (Schein & Schein, 2021). 

Transformational leadership further strengthens 

intrapreneurial behaviour by inspiring employees to pursue 

ambitious goals, embrace innovation, and challenge 

existing organizational practices. Leaders who provide 

strategic vision, mentoring, recognition, and access to 

organizational resources significantly increase employees' 

willingness to engage in entrepreneurial activities. 

From a strategic management perspective, intrapreneurship 

contributes substantially to organizational competitiveness 

and sustainable business growth. Empirical evidence 

suggests that organizations with strong intrapreneurial 

cultures consistently demonstrate higher levels of 

innovation performance, faster product development, 

increased employee engagement, improved organizational 

adaptability, and superior financial outcomes (Kuratko, 

Morris, & Covin, 2014). Entrepreneurial employees 

continuously identify operational inefficiencies, generate 

innovative solutions, improve customer experiences, and 

develop new revenue streams, thereby strengthening 

organizational resilience in dynamic business 

environments. In rapidly evolving industries characterized 

by technological disruption and shifting customer demands, 

such capabilities have become indispensable for 

organizational survival. 

Nevertheless, despite its strategic significance, 

intrapreneurship remains underdeveloped in many 

organizations due to structural, cultural, and managerial 

barriers. Traditional performance measurement systems 

often reward compliance rather than creativity, while 

hierarchical decision-making structures may limit 

employee autonomy and discourage experimentation. 

Furthermore, inadequate investment in employee 

development, limited access to innovation resources, 

ineffective leadership, and organizational resistance to 

change frequently constrain the realization of employees' 

entrepreneurial potential (Hisrich, Peters, & Shepherd, 

2020). These limitations highlight the need for integrated 

organizational frameworks capable of institutionalizing 

entrepreneurial behaviour across the workforce rather than 

treating innovation as the responsibility of isolated 

departments or senior executives. 

It is within this context that the Human Capital Venture 

Model (HCVM) advances the discourse on 

intrapreneurship by proposing a more comprehensive and 

systematic approach to transforming employees into 

internal entrepreneurs. While existing intrapreneurship 
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models primarily focus on encouraging entrepreneurial 

behaviour, the Human Capital Venture Model emphasizes 

the deliberate development of entrepreneurial competencies 

through strategic investment in human capital, 

organizational learning, leadership development, 

innovation ecosystems, and continuous capability 

enhancement. The model conceptualizes employees not 

merely as contributors to innovation but as internal venture 

creators whose knowledge, creativity, and entrepreneurial 

initiatives become central drivers of organizational 

competitiveness and sustainable business growth. 

Accordingly, this study argues that intrapreneurship should 

be understood not as an isolated organizational programme 

but as a strategic organizational philosophy embedded 

within human capital development. By integrating 

entrepreneurial thinking into recruitment, learning and 

development, performance management, leadership 

practices, and organizational culture, organizations can 

create a workforce capable of continuously identifying 

opportunities, generating innovations, and creating long-

term value. This perspective provides the conceptual 

foundation upon which the Human Capital Venture Model 

is developed, positioning entrepreneurial human capital as 

the primary catalyst for sustainable organizational 

transformation in the contemporary knowledge economy. 

Human Capital and Sustainable Business Growth 

Sustainable business growth has become a central objective 

of modern organizations operating in increasingly 

competitive, technology-driven, and globally 

interconnected markets. Unlike traditional measures of 

organizational success that focus primarily on short-term 

profitability and financial performance, sustainable 

business growth encompasses an organization's ability to 

achieve continuous economic expansion while maintaining 

innovation, operational resilience, social responsibility, 

environmental stewardship, and long-term stakeholder 

value (Elkington, 1997). This broader perspective 

recognizes that organizations can only sustain competitive 

advantage when they continuously develop the capabilities 

necessary to respond effectively to changing market 

conditions, technological disruptions, and evolving 

customer expectations. Among these capabilities, human 

capital has emerged as one of the most significant 

determinants of sustainable organizational performance. 

Human capital contributes to sustainable business growth 

by enhancing organizational productivity, innovation, 

adaptability, and strategic flexibility. Human Capital 

Theory maintains that investments in employee education, 

training, skills development, and professional experience 

increase productivity and generate long-term economic 

returns for organizations (Schultz, 1961; Becker, 1964). 

Employees equipped with advanced knowledge and 

competencies perform tasks more efficiently, solve 

organizational problems more effectively, and contribute 

innovative ideas that improve organizational processes and 

products. Consequently, organizations that consistently 

invest in human capital development are better positioned 

to improve operational efficiency, increase customer 

satisfaction, and sustain long-term business growth. 

The relationship between human capital and sustainable 

business growth is further reinforced by the Resource-

Based View (RBV), which argues that organizational 

competitiveness depends largely on internal resources that 

are valuable, rare, inimitable, and non-substitutable 

(Barney, 1991). Human capital satisfies these 

characteristics because employees possess unique 

combinations of technical expertise, organizational 

knowledge, creativity, interpersonal skills, and problem-

solving capabilities that competitors cannot easily replicate. 

Unlike financial resources or technological infrastructure, 

which may be acquired by competing organizations, the 

collective knowledge and experience embedded within 

employees constitute a distinctive strategic asset capable of 

generating sustained competitive advantage. Organizations 

that effectively nurture and retain highly skilled employees 

therefore establish a foundation for continuous innovation 

and long-term organizational success. 

Innovation represents one of the most important 

mechanisms through which human capital drives 

sustainable business growth. In contemporary 

organizations, innovation extends beyond the development 

of new products and services to include improvements in 

organizational processes, business models, customer 

experiences, digital transformation, and strategic 

management practices. Employees serve as the primary 

source of these innovations because they possess firsthand 

knowledge of organizational operations, customer 

interactions, technological developments, and market 

dynamics. Nonaka and Takeuchi (1995) argue that 

organizational innovation emerges through continuous 

knowledge creation, where employees transform tacit 

knowledge gained through experience into explicit 

knowledge that can be shared and institutionalized across 

the organization. This knowledge-creation process enables 

organizations to respond rapidly to environmental changes 

while maintaining competitive relevance. 

Organizational learning further strengthens the relationship 

between human capital and sustainable growth. According 

to Senge (1990), learning organizations continuously 

expand the capabilities of their employees to create desired 

outcomes, encourage collective learning, and adapt 

effectively to changing business environments. 

Organizational learning promotes continuous improvement 

by facilitating knowledge sharing, collaborative problem-
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solving, and innovation across different organizational 

units. Employees who engage in lifelong learning develop 

greater adaptability, creativity, and strategic thinking, 

enabling organizations to navigate uncertainty while 

identifying emerging opportunities for growth. Similarly, 

Argyris and Schön (1978) contend that organizations 

capable of learning from both successes and failures 

demonstrate superior resilience and long-term performance 

compared to organizations characterized by rigid 

bureaucratic structures. 

The Dynamic Capabilities Theory also provides important 

insights into the role of human capital in sustainable 

business growth. Teece, Pisano, and Shuen (1997) argue 

that sustainable competitiveness depends on an 

organization's ability to integrate, build, and reconfigure 

internal competencies in response to rapidly changing 

external environments. Human capital constitutes the 

principal driver of these dynamic capabilities because 

employees possess the knowledge, creativity, and strategic 

insight necessary to identify opportunities, develop 

innovative responses, and implement organizational 

change. As markets become increasingly volatile and 

technology continues to evolve, organizations capable of 

continuously developing employee competencies are better 

equipped to maintain competitive advantage over time. 

In addition to economic performance, sustainable business 

growth increasingly incorporates social and environmental 

dimensions. The concept of the Triple Bottom Line 

emphasizes that organizational sustainability should 

balance economic prosperity, social responsibility, and 

environmental stewardship (Elkington, 1997). Human 

capital plays a critical role in achieving these objectives by 

fostering ethical leadership, corporate social responsibility, 

environmental innovation, and stakeholder engagement. 

Employees who possess strong ethical values, 

environmental awareness, and social consciousness 

contribute to organizational practices that enhance 

corporate reputation, strengthen stakeholder relationships, 

and support sustainable development initiatives. 

Consequently, investment in human capital not only 

improves organizational profitability but also promotes 

responsible business practices that create long-term societal 

value. 

Recent advances in digital transformation have further 

elevated the strategic importance of human capital. The 

emergence of artificial intelligence, big data analytics, 

automation, cloud computing, and digital platforms 

requires organizations to continuously upgrade employee 

competencies in order to remain competitive. Digital 

transformation is no longer driven solely by technological 

investments but by the ability of employees to adapt to new 

technologies, generate digital innovations, and leverage 

information for strategic decision-making. Organizations 

that cultivate digital competencies among their workforce 

are better positioned to exploit technological opportunities, 

improve operational efficiency, and accelerate sustainable 

growth. Conversely, organizations that fail to invest in 

continuous employee development often experience 

declining competitiveness, reduced innovation capacity, 

and increased vulnerability to technological disruption. 

Despite overwhelming evidence supporting the strategic 

importance of human capital, many organizations continue 

to perceive employee development primarily as an 

operational expense rather than a long-term strategic 

investment. Budget constraints, short-term financial 

pressures, inadequate leadership commitment, and limited 

innovation cultures frequently result in underinvestment in 

employee learning and capability development. Such 

approaches undermine organizational resilience by 

restricting employees' ability to adapt to changing business 

conditions and limiting their contribution to organizational 

innovation. Increasingly, scholars argue that sustainable 

growth requires organizations to adopt integrated human 

capital strategies that prioritize continuous learning, 

leadership development, innovation capability, and 

entrepreneurial thinking as core organizational 

competencies (Wright, McMahan, & McWilliams, 1994). 

The Human Capital Venture Model (HCVM) builds upon 

these theoretical perspectives by proposing that sustainable 

business growth depends not merely on developing 

competent employees but on transforming them into 

internal entrepreneurs capable of continuously creating 

organizational value. The model argues that organizations 

should move beyond traditional human resource 

development by establishing systems that intentionally 

cultivate entrepreneurial competencies, innovation 

capabilities, strategic leadership, opportunity recognition, 

and collaborative learning. In this framework, employees 

become venture creators who actively identify business 

opportunities, develop innovative solutions, improve 

organizational performance, and contribute directly to long-

term organizational sustainability. By integrating human 

capital development with entrepreneurial capability, the 

Human Capital Venture Model offers a comprehensive 

pathway through which organizations can convert 

employee potential into sustainable competitive advantage, 

thereby redefining human capital as the primary engine of 

sustainable business growth in the knowledge economy. 

The Human Capital Venture Model (HCVM): A 

Conceptual Framework 

The Human Capital Venture Model (HCVM) is proposed 

in this study as a strategic framework that integrates human 

capital development with internal entrepreneurship to 

promote sustainable business growth. The model is founded 
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on the premise that employees are not merely 

organizational resources but potential venture creators 

capable of generating innovation, improving organizational 

performance, and creating long-term competitive 

advantage. Unlike traditional human resource management 

approaches that focus primarily on administrative functions 

and employee performance, the HCVM emphasizes 

developing employees into internal entrepreneurs through 

continuous learning, empowerment, innovation, and 

strategic leadership. 

The model draws upon the principles of Human Capital 

Theory (Becker, 1964), the Resource-Based View (Barney, 

1991), Dynamic Capabilities Theory (Teece et al., 1997), 

and Corporate Entrepreneurship Theory (Kuratko et al., 

2014). It argues that organizations achieve sustainable 

growth when they intentionally invest in employees' 

knowledge, entrepreneurial skills, creativity, leadership 

abilities, and innovation capacity while providing an 

enabling organizational environment that supports 

experimentation, collaboration, and calculated risk-taking. 

The HCVM consists of five interrelated dimensions: human 

capital investment, entrepreneurial capability development, 

employee empowerment, innovation culture, and value 

creation. Human capital investment involves continuous 

education, training, mentoring, and leadership 

development. Entrepreneurial capability development 

equips employees with opportunity recognition, innovation 

management, and strategic problem-solving skills. 

Employee empowerment provides the autonomy, 

resources, and authority necessary for entrepreneurial 

action, while an innovation culture encourages creativity, 

collaboration, knowledge sharing, and continuous 

improvement. Together, these dimensions enable 

employees to generate innovative solutions that enhance 

organizational competitiveness and sustainable business 

growth. 

The central proposition of the Human Capital Venture 

Model is that organizations can achieve long-term 

sustainability by transforming employees into internal 

entrepreneurs who actively identify opportunities, develop 

innovative initiatives, and contribute to strategic 

organizational renewal. Consequently, the model provides 

a comprehensive framework for aligning human capital 

development with innovation and entrepreneurship, thereby 

positioning employees as the primary drivers of sustainable 

organizational success rather than merely executors of 

organizational tasks. 

Empirical Review 

Empirical studies have consistently demonstrated a positive 

relationship between human capital development, 

intrapreneurship, innovation, and organizational 

performance. Becker (1964) established that investment in 

employee education and skills enhances productivity and 

contributes to long-term organizational growth. Building on 

this foundation, Barney (1991) argued that organizations 

with valuable and unique human resources are more likely 

to achieve sustainable competitive advantage than those 

relying primarily on tangible assets. 

Several studies have examined the influence of 

intrapreneurship on business performance. Antoncic and 

Hisrich (2003) found that organizations promoting 

entrepreneurial behaviour among employees recorded 

higher levels of innovation, market expansion, and financial 

performance. Similarly, Ireland, Covin, and Kuratko (2009) 

reported that corporate entrepreneurship enhances 

organizational adaptability and strategic renewal, enabling 

firms to respond effectively to changing business 

environments. Kuratko, Morris, and Covin (2014) further 

observed that organizations with strong entrepreneurial 

cultures experience greater employee engagement, faster 

innovation processes, and improved competitive 

performance. 

Research has also highlighted the importance of 

organizational learning and knowledge management in 

promoting sustainable growth. Nonaka and Takeuchi 

(1995) concluded that organizations that encourage 

knowledge creation and sharing are more innovative and 

competitive. Likewise, Teece, Pisano, and Shuen (1997) 

demonstrated that dynamic capabilities, developed largely 

through human capital, enable organizations to identify 

opportunities, adapt to environmental changes, and sustain 

long-term performance. 

Despite these contributions, existing empirical studies have 

largely examined human capital, employee development, 

innovation, and corporate entrepreneurship as separate 

constructs. Few studies have integrated these concepts into 

a single framework that explains how organizations can 

systematically transform employees into internal 

entrepreneurs for sustainable business growth. This 

fragmentation creates a theoretical and practical gap in the 

literature. 

Therefore, this study proposes the Human Capital Venture 

Model (HCVM) as an integrated framework that combines 

human capital development with entrepreneurial capability 

to create a workforce capable of continuous innovation, 

strategic renewal, and sustainable organizational growth. 

The model extends existing literature by providing a 

comprehensive explanation of how employee investment, 

empowerment, and innovation can collectively serve as 

catalysts for long-term business sustainability. 

Theoretical Framework 

This study is anchored on four complementary theories that 

collectively explain the relationship between human capital 
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development, internal entrepreneurship, and sustainable 

business growth. These theories provide the intellectual 

foundation for the proposed Human Capital Venture Model 

(HCVM). 

Human Capital Theory 

Human Capital Theory, developed by Schultz (1961) and 

later expanded by Becker (1964), posits that investments in 

education, training, knowledge, and skills improve 

employee productivity and organizational performance. 

The theory argues that employees are valuable assets whose 

competencies generate economic returns when properly 

developed. Within the context of this study, Human Capital 

Theory explains why organizations should invest 

continuously in developing employees' entrepreneurial 

knowledge and innovative capabilities. Such investments 

not only improve individual performance but also 

strengthen the organization's capacity for innovation and 

sustainable growth. 

Resource-Based View (RBV) 

The Resource-Based View, advanced by Barney (1991), 

argues that organizations achieve sustainable competitive 

advantage through resources that are valuable, rare, 

inimitable, and non-substitutable. Human capital represents 

one of these strategic resources because employee 

knowledge, creativity, and experience cannot easily be 

replicated by competitors. This theory supports the 

argument that organizations should leverage their 

workforce as a strategic asset capable of driving innovation, 

competitive advantage, and long-term business 

sustainability. 

Dynamic Capabilities Theory 

Dynamic Capabilities Theory, proposed by Teece, Pisano, 

and Shuen (1997), emphasizes an organization's ability to 

integrate, build, and reconfigure internal competencies in 

response to changing business environments. The theory 

suggests that sustainable success depends on continuous 

learning, innovation, and adaptability. In this study, 

dynamic capabilities are strengthened when employees are 

empowered to recognize opportunities, develop innovative 

solutions, and respond proactively to environmental 

changes. The Human Capital Venture Model adopts this 

perspective by positioning employees as drivers of 

organizational renewal and continuous improvement. 

Corporate Entrepreneurship Theory 

Corporate Entrepreneurship Theory explains how 

entrepreneurial activities within established organizations 

contribute to innovation, organizational renewal, and 

business growth (Kuratko, Morris, & Covin, 2014). The 

theory emphasizes that organizations should encourage 

employees to identify opportunities, develop new ideas, and 

implement innovative initiatives that create value. This 

study extends the theory by proposing that entrepreneurial 

behaviour should not be limited to selected employees or 

innovation units but should become an organizational 

culture supported through strategic human capital 

development. 

Synthesis of the Theoretical Framework 

Collectively, these theories provide the conceptual basis for 

the Human Capital Venture Model (HCVM). Human 

Capital Theory emphasizes employee development, the 

Resource-Based View identifies human capital as a source 

of competitive advantage, Dynamic Capabilities Theory 

explains organizational adaptability through employee 

competencies, and Corporate Entrepreneurship Theory 

highlights the role of entrepreneurial behaviour in 

organizational innovation. By integrating these 

perspectives, the HCVM proposes that organizations can 

achieve sustainable business growth by intentionally 

transforming employees into internal entrepreneurs through 

continuous investment in knowledge, innovation, 

empowerment, and leadership. 

The Human Capital Venture Model (HCVM): Model 

Development 

The Human Capital Venture Model (HCVM) is proposed 

as a strategic framework for transforming employees into 

internal entrepreneurs capable of driving innovation, 

organizational renewal, and sustainable business growth. 

The model responds to the limitations of conventional 

human resource management approaches, which primarily 

emphasize employee administration, performance 

management, and workforce retention while giving limited 

attention to entrepreneurial capability development. 

HCVM argues that employees possess untapped 

entrepreneurial potential that can be systematically 

developed through deliberate organizational investment in 

knowledge, leadership, innovation, and empowerment. 

At the core of the model is the assumption that human 

capital should be viewed as venture capital within the 

organization. Rather than seeing employees as merely 

executing assigned responsibilities, organizations should 

recognize them as creators of new ideas, business 

opportunities, operational improvements, and strategic 

innovations. Through continuous learning and 

organizational support, employees become capable of 

identifying market opportunities, solving organizational 

challenges, developing innovative products and services, 

and creating measurable value for both the organization and 

its stakeholders. 

The Human Capital Venture Model consists of five 

interconnected components that operate as an integrated 

system. 



 

 UKR Journal of Economics, Business and Management (UKRJEBM).  Published by UKR Publisher 155 

 

The first component is Human Capital Investment, which 

represents the foundation of the model. Organizations 

invest in employees through education, professional 

training, coaching, mentoring, digital skills development, 

leadership programmes, and continuous learning 

opportunities. Such investments increase employees' 

knowledge, competence, creativity, and confidence, 

thereby preparing them for entrepreneurial responsibilities 

beyond their traditional job descriptions. 

The second component is Entrepreneurial Capability 

Development. This stage focuses on equipping employees 

with competencies required for opportunity recognition, 

innovation management, strategic thinking, creativity, 

problem-solving, business model development, and 

calculated risk-taking. Entrepreneurial capability enables 

employees to identify emerging opportunities within the 

organization and convert them into innovative initiatives 

that improve organizational performance. 

The third component is Employee Empowerment. 

Entrepreneurial capability can only produce meaningful 

outcomes when employees are provided with the authority, 

autonomy, organizational support, and resources necessary 

to implement their ideas. Empowerment involves 

decentralized decision-making, leadership support, access 

to innovation resources, collaborative work environments, 

and organizational trust. Employees who feel empowered 

are more likely to initiate change, experiment with new 

ideas, and assume responsibility for organizational 

improvement. 

The fourth component is Innovation and Venture 

Creation. At this stage, empowered employees transform 

entrepreneurial ideas into practical organizational 

solutions. These innovations may involve developing new 

products and services, improving operational processes, 

introducing digital solutions, enhancing customer 

experiences, reducing organizational costs, or creating 

entirely new business opportunities. Innovation therefore 

becomes a continuous organizational process rather than an 

occasional management initiative. 

The final component is Sustainable Business Growth. The 

cumulative effect of continuous human capital investment, 

entrepreneurial capability development, employee 

empowerment, and innovation results in increased 

organizational competitiveness, improved productivity, 

higher customer satisfaction, stronger financial 

performance, organizational resilience, and long-term 

sustainability. Sustainable growth is therefore viewed not 

merely as financial expansion but as the organization's 

continuous ability to innovate, adapt, create value, and 

remain competitive in dynamic business environments. 

Unlike existing human capital and corporate 

entrepreneurship models that often examine these 

constructs independently, the Human Capital Venture 

Model integrates them into a single strategic framework. It 

establishes a continuous cycle in which investment in 

people generates entrepreneurial capability, entrepreneurial 

capability stimulates innovation, innovation creates 

organizational value, and organizational success 

encourages further investment in human capital. This self-

reinforcing cycle positions employees as the principal 

drivers of organizational renewal and sustainable business 

growth. 

The HCVM therefore provides organizations with a 

comprehensive roadmap for shifting from traditional 

employee management to venture-oriented human capital 

management, where every employee is recognized as a 

potential innovator and internal entrepreneur. By 

institutionalizing entrepreneurial thinking across all levels 

of the organization, the model offers a sustainable pathway 

for enhancing organizational competitiveness, resilience, 

and long-term value creation in the knowledge economy. 

Components of the Human Capital Venture Model 

(HCVM) 

The Human Capital Venture Model (HCVM) is built on 

five interdependent components that collectively transform 

employees into internal entrepreneurs capable of driving 

innovation and sustainable business growth. These 

components function as a continuous and integrated system 

in which each element reinforces the others to create a 

culture of entrepreneurship, organizational learning, and 

value creation. The effectiveness of the model depends on 

the successful implementation of all five components rather 

than on any single dimension operating in isolation. 

Human Capital Investment 

Human capital investment is the foundation upon which the 

Human Capital Venture Model is built. It refers to the 

deliberate and continuous investment in employees through 

education, professional training, leadership development, 

mentoring, coaching, digital literacy, and skills acquisition 

(Becker, 1964). Such investments increase employees' 

knowledge, competence, confidence, and adaptability, 

enabling them to contribute more effectively to 

organizational objectives. 

Within the HCVM, human capital investment extends 

beyond improving job performance. It aims to develop 

entrepreneurial thinking by exposing employees to 

innovation, strategic management, opportunity recognition, 

and creative problem-solving. Organizations that prioritize 

continuous learning cultivate employees who are capable of 

responding proactively to environmental changes and 

identifying new opportunities for organizational growth. 
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Consequently, investment in human capital becomes an 

investment in the organization's future capacity for 

innovation and competitiveness. 

Entrepreneurial Capability Development 

The second component focuses on developing employees' 

entrepreneurial competencies. Entrepreneurial capability 

refers to the ability of employees to identify opportunities, 

generate innovative ideas, manage uncertainty, make 

strategic decisions, and create organizational value 

(Hisrich, Peters, & Shepherd, 2020). These competencies 

enable employees to move beyond routine operational 

responsibilities and actively contribute to organizational 

development. 

Organizations develop entrepreneurial capability through 

innovation training, design thinking, strategic planning 

exercises, leadership programmes, cross-functional 

collaboration, and exposure to emerging business trends. 

Employees equipped with entrepreneurial skills become 

more proactive, creative, and solution-oriented, allowing 

them to identify opportunities that improve organizational 

efficiency, customer satisfaction, and market 

competitiveness. This capability transforms employees into 

strategic contributors rather than passive participants in 

organizational processes. 

Employee Empowerment 

Employee empowerment represents the enabling 

mechanism of the Human Capital Venture Model. 

Empowerment involves granting employees the authority, 

autonomy, organizational support, and resources required 

to implement innovative ideas and make strategic decisions 

within their areas of responsibility. Empowered employees 

are more likely to demonstrate initiative, assume 

responsibility, and pursue innovative solutions because 

they operate in an environment characterized by trust, 

collaboration, and leadership support. 

Within the HCVM, empowerment also includes access to 

organizational resources, participation in decision-making, 

recognition of innovative contributions, and the 

establishment of psychological safety that encourages 

experimentation without fear of punitive consequences. 

Such an environment promotes creativity and strengthens 

employees' willingness to initiate organizational 

improvements. Consequently, empowerment bridges the 

gap between entrepreneurial capability and practical 

innovation by providing employees with the opportunity to 

transform ideas into organizational outcomes. 

Innovation and Venture Creation 

Innovation and venture creation constitute the operational 

outcome of the preceding components. Employees who 

possess entrepreneurial capabilities and operate within 

empowering organizational environments are better 

positioned to generate innovative products, services, 

business processes, technological improvements, and 

strategic initiatives. Innovation within the HCVM is viewed 

as a continuous organizational process rather than a one-

time event or the exclusive responsibility of senior 

management. 

Internal venture creation may involve introducing new 

products, redesigning organizational processes, improving 

customer service, developing digital solutions, reducing 

operational costs, or creating entirely new business 

opportunities. Such innovations strengthen organizational 

adaptability while enhancing competitiveness and long-

term performance. Through continuous venture creation, 

employees become active participants in organizational 

renewal and strategic transformation. 

Sustainable Business Growth 

Sustainable business growth represents the ultimate 

outcome of the Human Capital Venture Model. It 

encompasses continuous improvements in organizational 

performance, innovation capacity, financial sustainability, 

customer satisfaction, employee engagement, and 

competitive advantage. Sustainable growth is achieved 

when organizations consistently convert employee 

knowledge and entrepreneurial initiatives into strategic 

value. 

Within the HCVM, sustainable growth is not measured 

solely by financial profitability but also by the 

organization's ability to remain innovative, resilient, 

socially responsible, and adaptable to changing business 

environments. Organizations that continuously invest in 

human capital, develop entrepreneurial competencies, 

empower employees, and institutionalize innovation 

establish a self-reinforcing cycle of organizational learning 

and continuous improvement. This cycle ensures long-term 

competitiveness while creating value for employees, 

customers, shareholders, and society. 

Collectively, these five components demonstrate that 

sustainable organizational success is achieved through the 

strategic integration of human capital development and 

internal entrepreneurship. The Human Capital Venture 

Model therefore provides a comprehensive framework 

through which organizations can systematically transform 

employees into innovators, opportunity seekers, and 

internal venture creators who drive sustainable business 

growth. 

Operational Framework of the Human Capital Venture 

Model (HCVM) 

The operational framework of the Human Capital Venture 

Model (HCVM) explains how the five core components 
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interact to transform employees into internal entrepreneurs 

and ultimately generate sustainable business growth. Rather 

than functioning as isolated activities, the components 

operate as an integrated and continuous cycle in which each 

stage builds upon the previous one. This cyclical process 

enables organizations to continuously develop 

entrepreneurial employees, stimulate innovation, and 

sustain competitive advantage in dynamic business 

environments. 

The process begins with human capital investment, where 

organizations intentionally invest in employee education, 

professional development, leadership training, digital 

competencies, mentoring, and continuous learning. These 

investments increase employees' knowledge, technical 

expertise, creativity, and strategic thinking abilities, thereby 

laying the foundation for entrepreneurial development. 

Organizations that consistently invest in employee 

capability development create a workforce that is better 

prepared to respond to organizational challenges and 

exploit emerging business opportunities. 

The second stage involves entrepreneurial capability 

development. At this stage, employees acquire 

competencies in opportunity recognition, innovation 

management, strategic problem-solving, creative thinking, 

and calculated risk-taking. These capabilities enable 

employees to think beyond their routine responsibilities and 

actively contribute to organizational innovation. 

Entrepreneurial competence therefore serves as the bridge 

between employee knowledge and organizational value 

creation. 

Following capability development, the model emphasizes 

employee empowerment as a critical enabling factor. 

Organizations provide employees with the autonomy, 

authority, organizational support, and resources necessary 

to implement innovative ideas. Empowerment also includes 

leadership support, participatory decision-making, 

recognition systems, and an organizational culture that 

encourages experimentation and learning from failure. 

Without empowerment, entrepreneurial knowledge 

remains underutilized and innovation is significantly 

constrained. 

Empowered employees subsequently engage in innovation 

and internal venture creation by transforming ideas into 

practical organizational solutions. These innovations may 

include new products, improved services, enhanced 

operational processes, digital transformation initiatives, 

customer experience improvements, or new business 

opportunities. Continuous innovation enables organizations 

to remain competitive while responding effectively to 

changes in technology, customer expectations, and market 

conditions. 

The final stage of the framework is sustainable business 

growth, which represents the cumulative outcome of the 

preceding stages. Organizations benefit through improved 

productivity, increased innovation capacity, stronger 

employee engagement, enhanced customer satisfaction, 

improved financial performance, and long-term 

competitive advantage. Importantly, sustainable growth 

reinforces further investment in human capital, creating a 

continuous feedback loop that strengthens organizational 

learning and entrepreneurial culture. 

The operational framework therefore functions as a 

continuous value-creation cycle: 

Human Capital Investment → Entrepreneurial Capability 

Development → Employee Empowerment → Innovation 

and Internal Venture Creation → Sustainable Business 

Growth → Continuous Human Capital Investment. 

This continuous cycle distinguishes the Human Capital 

Venture Model from conventional human resource 

management frameworks by emphasizing that 

organizational sustainability depends on the ongoing 

development of entrepreneurial employees rather than 

periodic innovation initiatives. As employees acquire new 

knowledge, generate innovative solutions, and contribute to 

organizational success, organizations are encouraged to 

reinvest in their development, thereby creating a self-

sustaining system of innovation and continuous 

improvement. 

The HCVM thus provides organizations with a practical 

roadmap for institutionalizing entrepreneurship across all 

levels of the enterprise. By integrating human capital 

development, employee empowerment, and innovation into 

a single operational framework, the model positions 

employees as strategic assets whose entrepreneurial 

capabilities become the primary drivers of organizational 

resilience, competitiveness, and sustainable business 

growth. 

Discussion 

The Human Capital Venture Model (HCVM) provides a 

new perspective on the strategic role of employees in 

achieving sustainable business growth. Unlike 

conventional human resource management models that 

primarily focus on recruitment, training, performance 

appraisal, and employee retention, the HCVM redefines 

employees as internal entrepreneurs who possess the 

capacity to initiate innovation, create organizational value, 

and contribute to strategic renewal. This shift reflects the 

growing recognition that competitive advantage in the 

knowledge economy depends more on the effective 

utilization of human capital than on physical or financial 

resources. 
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A major contribution of the HCVM is its integration of 

human capital development with entrepreneurial capability. 

Existing literature has extensively examined these concepts 

independently; however, relatively few studies have 

proposed a unified framework that systematically links 

employee development, empowerment, innovation, and 

sustainable business growth. By combining insights from 

Human Capital Theory, the Resource-Based View, 

Dynamic Capabilities Theory, and Corporate 

Entrepreneurship Theory, the model provides a holistic 

explanation of how organizations can transform employee 

potential into measurable organizational outcomes. 

The model also emphasizes that investment in human 

capital should extend beyond improving technical 

competence. While professional training and skills 

development remain essential, organizations must equally 

invest in entrepreneurial competencies such as opportunity 

recognition, creativity, innovation management, strategic 

thinking, leadership, and calculated risk-taking. These 

competencies enable employees to identify new business 

opportunities, improve organizational processes, develop 

innovative products and services, and respond effectively 

to environmental changes. Consequently, human capital 

becomes a strategic mechanism for organizational renewal 

rather than merely a means of improving operational 

efficiency. 

Another important implication of the HCVM is the central 

role of organizational culture in fostering entrepreneurship. 

Entrepreneurial employees cannot thrive within highly 

centralized, bureaucratic, or risk-averse organizations. 

Instead, organizations must cultivate a culture characterized 

by trust, collaboration, continuous learning, knowledge 

sharing, and psychological safety. Leadership is equally 

important in creating such an environment by empowering 

employees, supporting experimentation, recognizing 

innovative contributions, and encouraging responsible risk-

taking. Without an enabling organizational culture, 

investments in employee development are unlikely to 

translate into meaningful innovation or sustainable growth. 

The HCVM further recognizes innovation as a continuous 

organizational capability rather than an occasional activity. 

Traditional innovation models often concentrate 

responsibility within research and development units or 

senior management. In contrast, the HCVM democratizes 

innovation by encouraging employees at every 

organizational level to participate in value creation. This 

inclusive approach increases the organization's capacity to 

identify opportunities, solve operational challenges, and 

respond rapidly to changing market conditions. As a result, 

innovation becomes embedded within everyday 

organizational practices, enhancing both resilience and 

long-term competitiveness. 

From a strategic perspective, the model offers organizations 

a practical pathway for achieving sustainable business 

growth. Organizations that continuously invest in employee 

development, encourage entrepreneurial behaviour, and 

establish supportive innovation systems are more likely to 

achieve higher productivity, stronger employee 

engagement, improved customer satisfaction, and superior 

financial performance. More importantly, they develop the 

organizational agility required to navigate technological 

disruption, economic uncertainty, and evolving customer 

demands. This adaptability is increasingly recognized as a 

defining characteristic of sustainable organizations in the 

twenty-first century. 

The HCVM also contributes to contemporary discussions 

on sustainable development by positioning human capital 

as a catalyst for economic, social, and organizational 

sustainability. Entrepreneurial employees not only generate 

financial value but also promote ethical decision-making, 

responsible innovation, stakeholder engagement, and 

socially responsive business practices. In this regard, the 

model aligns with global sustainable development 

objectives that advocate innovation, productive 

employment, and inclusive economic growth as essential 

drivers of long-term development. 

Despite its conceptual strengths, the Human Capital 

Venture Model remains a theoretical framework that 

requires empirical validation across different organizational 

contexts, industries, and national settings. Future studies 

should examine the relationships among the model's core 

constructs, test its applicability using quantitative and 

qualitative research methods, and explore factors that may 

strengthen or weaken its effectiveness. Variables such as 

organizational culture, leadership style, technological 

readiness, employee motivation, and organizational size 

may moderate the successful implementation of the model. 

Such empirical investigations will enhance the theoretical 

robustness of the HCVM and provide stronger evidence for 

its practical application. 

Overall, the Human Capital Venture Model advances the 

discourse on strategic human capital management by 

proposing a paradigm shift from employee management to 

employee venture development. It argues that organizations 

capable of cultivating entrepreneurial employees will be 

better positioned to achieve continuous innovation, 

organizational resilience, and sustainable business growth 

in an increasingly dynamic global economy. Through this 

integrated perspective, the HCVM provides both scholars 

and practitioners with a comprehensive framework for 

understanding how human capital can serve as the primary 

engine of long-term organizational success. 
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Implications 

The Human Capital Venture Model (HCVM) provides 

important practical implications for organizational leaders, 

human resource professionals, policymakers, 

entrepreneurs, and management scholars seeking to 

enhance organizational innovation and sustainable business 

growth. By repositioning employees as internal 

entrepreneurs rather than merely operational resources, the 

model offers a strategic framework for developing 

organizations that are innovative, adaptive, and resilient in 

rapidly changing business environments. 

For organizational leaders, the model underscores the 

importance of creating a leadership culture that encourages 

innovation, collaboration, and employee empowerment. 

Leaders should move beyond traditional command-and-

control approaches and adopt transformational leadership 

practices that inspire employees to think creatively, take 

calculated risks, and contribute to strategic decision-

making. Leadership should focus on mentoring employees, 

supporting experimentation, recognizing innovative 

contributions, and providing the resources necessary for 

entrepreneurial initiatives to succeed. Such leadership 

practices can strengthen employee commitment, increase 

innovation, and improve organizational performance. 

For human resource management (HRM), the HCVM 

advocates a shift from administrative personnel 

management to strategic human capital development. 

Human resource policies should integrate entrepreneurial 

competencies into recruitment, training, performance 

management, leadership development, and career 

progression. Organizations should recruit individuals with 

innovative mindsets, provide continuous learning 

opportunities, establish mentoring programmes, and 

develop performance evaluation systems that reward 

creativity, initiative, collaboration, and value creation 

rather than merely task completion. Such reforms will 

enable HRM to become a strategic partner in fostering 

organizational entrepreneurship. 

The model also has significant implications for 

organizational culture. Organizations seeking to implement 

the HCVM should cultivate a culture characterized by trust, 

openness, continuous learning, knowledge sharing, and 

psychological safety. Employees should be encouraged to 

express new ideas without fear of failure or punishment. 

Establishing innovation laboratories, cross-functional 

project teams, suggestion schemes, and internal venture 

programmes can create platforms through which employees 

develop and implement entrepreneurial initiatives that 

contribute to organizational growth. 

For policymakers and educational institutions, the HCVM 

highlights the need to strengthen entrepreneurial and 

innovation competencies within workforce development 

programmes. Governments and higher education 

institutions should promote entrepreneurship education, 

leadership development, digital literacy, and innovation 

management as essential components of human capital 

development. Public policies that encourage organizational 

innovation, research and development, industry–university 

collaboration, and continuous professional learning can 

further strengthen the capacity of organizations to develop 

entrepreneurial employees and achieve sustainable 

economic growth. 

The model is equally relevant to entrepreneurs and business 

owners, particularly those leading small and medium-sized 

enterprises (SMEs). Rather than concentrating innovation 

solely in the hands of owners or senior managers, SMEs can 

leverage the creativity and knowledge of their employees to 

improve products, services, operational processes, and 

customer experiences. By fostering a culture of shared 

innovation and employee empowerment, SMEs can 

improve competitiveness despite limited financial and 

technological resources. 

From an academic perspective, the Human Capital Venture 

Model contributes to the growing literature on strategic 

human capital management, corporate entrepreneurship, 

organizational innovation, and sustainable business 

development. It provides a conceptual foundation for future 

empirical studies examining the relationships among 

human capital investment, entrepreneurial capability, 

employee empowerment, innovation, and organizational 

performance. Researchers may further refine the model by 

exploring contextual variables such as leadership style, 

organizational culture, technological capability, 

organizational size, and industry characteristics that 

influence its effectiveness. 

Ultimately, the practical value of the Human Capital 

Venture Model lies in its ability to provide organizations 

with a structured roadmap for transforming human capital 

into a strategic source of innovation and sustainable 

competitive advantage. Organizations that successfully 

implement the model are likely to develop a workforce 

capable of continuous learning, opportunity recognition, 

innovation, and strategic value creation. In doing so, they 

will be better positioned to achieve long-term business 

sustainability while responding effectively to the evolving 

demands of the global business environment. 

Conclusion 

The increasing complexity of the global business 

environment has reinforced the need for organizations to 

adopt innovative approaches to managing human capital as 

a source of sustainable competitive advantage. This article 

introduced the Human Capital Venture Model (HCVM) as 



 

 UKR Journal of Economics, Business and Management (UKRJEBM).  Published by UKR Publisher 160 

 

a conceptual framework that redefines employees as 

internal entrepreneurs capable of driving innovation, 

organizational renewal, and sustainable business growth. 

Unlike traditional human resource management approaches 

that primarily emphasize administrative efficiency and 

employee performance, the HCVM advocates a strategic 

transformation in which human capital becomes the 

foundation for continuous value creation and long-term 

organizational success. 

Drawing on Human Capital Theory, the Resource-Based 

View, Dynamic Capabilities Theory, and Corporate 

Entrepreneurship Theory, the study demonstrated that 

sustainable business growth is achieved when organizations 

intentionally invest in employee knowledge, 

entrepreneurial competencies, leadership development, and 

innovation capabilities. The proposed model integrates five 

interconnected components, human capital investment, 

entrepreneurial capability development, employee 

empowerment, innovation and venture creation, and 

sustainable business growth, into a continuous cycle of 

organizational learning and value creation. Through this 

integration, the HCVM provides a comprehensive 

explanation of how organizations can convert employee 

potential into strategic organizational outcomes. 

The study further argues that organizations should move 

beyond viewing employees solely as operational resources 

and instead recognize them as strategic partners capable of 

identifying opportunities, initiating innovation, and 

creating competitive advantage. Developing 

entrepreneurial employees requires more than technical 

training; it demands supportive leadership, empowering 

organizational cultures, continuous learning systems, and 

innovation-oriented management practices. Organizations 

that institutionalize these practices are more likely to 

achieve greater resilience, adaptability, productivity, and 

long-term sustainability in increasingly dynamic business 

environments. 

A major contribution of this article lies in the introduction 

of the Human Capital Venture Model as a novel conceptual 

framework that bridges the gap between human capital 

development and internal entrepreneurship. While previous 

studies have examined these constructs independently, the 

HCVM integrates them into a unified model that explains 

how entrepreneurial human capital can serve as the primary 

driver of sustainable business growth. This integration 

contributes to the literature on strategic management, 

entrepreneurship, and human resource development by 

offering a new perspective on employee value creation 

within contemporary organizations. 

Although the model is conceptual in nature, it provides a 

strong theoretical foundation for future empirical research. 

Subsequent studies may validate the model across different 

industries, organizational sizes, and national contexts using 

both qualitative and quantitative research approaches. 

Researchers may also investigate the moderating effects of 

leadership style, organizational culture, technological 

capability, employee motivation, and digital transformation 

on the successful implementation of the HCVM. Such 

investigations will further strengthen the theoretical and 

practical relevance of the model. 

In conclusion, the Human Capital Venture Model presents 

a paradigm shift in organizational thinking by proposing 

that sustainable business growth depends not only on 

financial investment or technological advancement but also 

on the deliberate transformation of employees into internal 

entrepreneurs. Organizations that embrace this model will 

be better positioned to foster continuous innovation, 

enhance organizational resilience, strengthen competitive 

advantage, and create sustainable value for employees, 

customers, shareholders, and society. As the global 

economy continues to evolve, the HCVM offers a strategic 

roadmap for organizations seeking to unlock the full 

entrepreneurial potential of their human capital and achieve 

enduring business success. 

Recommendations 

Based on the conceptual analysis presented in this article, 

the following recommendations are proposed for 

organizations, policymakers, and researchers: 

1. Organizations should adopt the Human Capital 

Venture Model (HCVM) as a strategic human 

capital management framework to transform 

employees into internal entrepreneurs capable of 

driving innovation, organizational renewal, and 

sustainable business growth. 

2. Organizations should increase investment in 

human capital development by providing 

continuous education, professional training, 

leadership development, mentoring, coaching, and 

digital skills programmes that enhance employees' 

entrepreneurial competencies and innovation 

capabilities. 

3. Management should create an enabling 

organizational culture that promotes creativity, 

collaboration, knowledge sharing, employee 

empowerment, and calculated risk-taking. Such a 

culture will encourage employees to develop and 

implement innovative ideas that contribute to 

organizational performance. 

4. Human resource management practices should be 

redesigned to incorporate entrepreneurial 

competencies into recruitment, performance 

appraisal, promotion, reward systems, and career 
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development. Employees who demonstrate 

innovation and value creation should receive 

appropriate recognition and incentives. 

5. Organizations should establish internal innovation 

platforms, such as innovation laboratories, idea 

incubation centres, cross-functional project teams, 

and employee venture programmes, to facilitate 

the generation and implementation of innovative 

business solutions. 

6. Leadership development programmes should 

emphasize transformational and entrepreneurial 

leadership, enabling managers to mentor, 

empower, and inspire employees to become 

proactive contributors to organizational 

innovation and strategic growth. 

7. Higher education institutions and professional 

training organizations should integrate 

entrepreneurship, innovation management, 

leadership, and digital transformation into 

academic and executive education programmes to 

prepare graduates for entrepreneurial roles within 

organizations. 

8. Governments and policymakers should formulate 

policies that encourage organizational innovation, 

workforce development, research, and industry 

collaboration, thereby strengthening national 

human capital and promoting sustainable 

economic development. 

9. Future researchers should empirically validate the 

Human Capital Venture Model across different 

industries, organizational sizes, and geographical 

contexts using qualitative, quantitative, or mixed-

method research approaches. Further studies 

should also examine the moderating roles of 

leadership style, organizational culture, digital 

transformation, and technological capability in 

influencing the effectiveness of the model. 
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