
Corporate Ownership & Control / Volume 14, Issue 4, Summer 2017, Continued - 2 

 
462 

HUMAN CAPITAL DEVELOPMENT FOR 

SUSTAINABILITY AND CORPORATE SOCIAL 

RESPONSIBILITY – THE CASE OF KALMAR ASIA 
 

Shirley Mo-Ching Yeung* 
 

*Director, College Development/Associate Professor, School of Business, Gratia Christian College, Hong Kong 

 

 
 

 
Abstract 

 
How to cite this paper: Yeung, S. M.-C. 

(2017). Human capital development for 

sustainability and corporate social 

responsibility – The case of Kalmar Asia. 

Corporate Ownership & Control, 14(4-2), 

462-470. 
https://doi.org/10.22495/cocv14i4c2art11 

 

Copyright © 2017 by Virtus Interpress 

All rights reserved 

 

The Creative Commons Attribution-

NonCommercial 4.0 International 

License (CC BY-NC 4.0) will be 

activated starting from July, 2018 

followed by transfer of the copyright to 

the Authors 
 

ISSN Online: 1810-3057 

ISSN Print: 1727-9232 

 
Received: 21.01.2017 

Accepted: 12.06.2017 

 
JEL Classification: M14, Q01, Q56 

DOI: 10.22495/cocv14i4c2art11 

 

 
The purpose of this paper is to reflect the commitment of 
organizations in sustainability and Corporate Social Responsibility 
(CSR) and explore the key elements of human capital development 
through a case study of Kalmar Asia, integrating vision, mission, 
strategy, core values and good practices for sustainable 
development. Based on the literature search on human capital 
development from 2007 to 2014 on 27 articles from different 
countries, it is found that developing a concept human capital 
development is crucial for corporate sustainable development. This 
paper intends to highlight the type of leadership in facilitating 
human capital development; desirable attitude and behavior. A case 
of Kalmar Asia has been used to link up the output of actualizing 
UN Principles of Responsible Management Education (PRME) 
principles – purpose, values, methods, research, partnership, and 
dialogue into the process of implementing people-related strategy 
that focus on exploring and developing potential to serve 
organizations and the community. 
 
Keywords: Sustainability, CSR, UNPRME  

 
1. INTRODUCTION 
 
Mission and strategy are used to provide a 
meaningful and relevant direction to members of an 
organization to move forward and to unleash the 
potential for achieving the goals set by the 
management. According to Znidarsic and Jereb 
(2011), innovation is the process of discovery and 
development that created new products, production 
processes, organizations, and technology with 
institutional and systemic arrangements. 
Kuczmarski (2003) describes innovation as a 
mindset, an attitude, a feeling, an emotional state, a 
set of values, a commitment to newness. In fact, 
mission and strategy rely on the innovative process 
of management for creating new products, services 
for the community. Under the influence of the newly 
launched United Nations (UN) 17 Sustainable 
Development Goals (SDGs), the ten principles of UN 
Global Compact and the six principles of UN 
Principles for Responsible Management (PRME), 
demand of social responsible organizations with 
responsible production and consumption is on the 
increase. Hence, management needs to explore the 
elements for their social responsible missions.   

In the past, mission statements are often 
linked with strategy implementation and business 
performance. In recent years, literature covers the 

growing trend of integrated reporting, including 
business and social performance for corporate 
sustainability. In 2014, Young mentioned that risk 
appetite was a debated and new topic in the 
operational perspective. Young (2014) quoted a 
report of the Deutsche Bundesbank (2005) in his 
study that risk appetite was the willingness of 
investors to bear risks. He highlighted that risk 
assessment had to be penetrated into business 
strategy planning process, for example, business 
analysis, business model and business activities 
with loss management. Young (2014) established 
risk guidelines to organizations to add value to 
reach business objectives. One of the guiding 
criteria to evaluate operational risk is on the main 
responsibilities of top management as below: 

 “Embedding risk management culture in risk 
appetite; 

  Approving risk appetite statement; 
  Ensuring risk management forms an integral 

part of the strategy planning process; 

  Monitoring the process of achieving business 
objectives; and  

 Approving of any changes in the tolerance 
levels of the risk appetite statements.” (Young, 
2014, p. 62) 

In fact, implementation of UNSDGs and 
principles of UN Global Compact, integrated 



Corporate Ownership & Control / Volume 14, Issue 4, Summer 2017, Continued - 2 

 
463 

reporting and integrating risk assessment into 
strategy can be considered as proactive 
management measures to achieve business and 
social results. As a leader in the top management, 
they need to identify the ways of implementing the 
above mentioned tools into different business units 
with on-going dialogue with internal and external 
stakeholders from the perspective of customers. 
The success of an organization lies on the belief of 
the management, the direction of the mission, the 
linkage of belief, mission determination, strategy 
implementation with risk assessment and 
realization of customers’ needs, wants and 
expectations. 

Therefore, this study aims to explore the 
fundamental elements of corporate sustainable 
development that would add value to the 
implementation of UN related initiatives into an 
organization. The practices of Kalmar case serve as 
the basis for the key elements of human capital 
development. A strong organizational culture for 
the provision of professional service with mission 
determination, profound strategy implementation 
and human-focused skills are expected for 
corporate sustainability.  
 

2. LITERATURE REVIEW  
 
Management may borrow the ideas of Znidarsic and 
Jereb (2011) and Kuczmarski (2003) to explore the 
direction of organizational development, the 
potential of staff members, and the new context of 
business environment with a new mindset to design 
‘solutions’ for the communities. And, new skills and 
methods of utilization of resources may be 
discovered during the design process.  

The eight criteria of socially responsible design 
put forward by Melles et al. (2011, p.149) are worth 
considering when determining the mission 
statement and designing strategy. They are:  

1. Need – does the user or community need 
this product/solution?  

2. Suitability – is the design culturally 
appropriate?  

3. Relative affordability- is the outcome 
locally and regionally affordable? 

4. Advancement- does it create local or 
regional jobs and develop new skills? 

5. Local control – can the solution be 
understood, controlled and maintained locally? 

6. Usability – is it flexible and adaptable to 
changing circumstances?  

7. Empowerment – does it empower the 
community to develop and own the solution? 

8. Dependency- does it add to third world 
dependency?  

When comparing the above eight items of 
Melles with 10 principles of UN Global Compact in 
the four dimensions of human rights, labor, 
environment and anti-corruption, management can 
start from engaging stakeholders to identify their 
needs and expectations and focus the key issues 
with innovative strategy to reach the target areas of 
the 10 principles.  

For example, the case of Kalmar Asia in this 
chapter can use electronic catalogue or e-Parts book 
for displaying their heavy machinery spare parts to 
customers for saving paper. This kind of 
environmental friendly practice not only shows 

caring to customers but also fulfills the principles of 
UN Global Compact in supporting a precautionary 
approach to environmental challenges and the 
criteria of need, suitability and usability of Melles 
(2011). 

The 10 Principles of UN Global Compact7 
Human Rights 
Principle 1: Businesses should support and 

respect the protection of internationally proclaimed 
human rights; and 

Principle 2: make sure that they are not 
complicit in human rights abuses.  

Labour 
Principle 3: Businesses should uphold the 

freedom of association and the effective recognition 
of the right to collective bargaining; 

Principle 4: the elimination of all forms of 
forced and compulsory labour; 

Principle 5: the effective abolition of child 
labour; and 

Principle 6: the elimination of discrimination in 
respect of employment and occupation.  

Environment 
Principle 7: Businesses should support a 

precautionary approach to environmental 
challenges; 

Principle 8: undertake initiatives to promote 
greater environmental responsibility; and 

Principle 9: encourage the development and 
diffusion of environmentally friendly technologies.  

Anti-Corruption 
Principle 10: Businesses should work against 

corruption in all its forms, including extortion and 
bribery. 

Putting the sustainable mission into the 
business world would be interpreted as a kind of 
“belief” for actions with economic, social and 
environmental impacts. When determining a 
sustainable mission for an organization, the idea of 
Singh and Schick (2007) is a good reference point 
for most Chief Executive Officers (CEO) – “creating 
value for customers”. Moreover, Pearce and David 
(1987 in Palmer and Short, 2008) mentioned that 
there were eight components in mission statement. 
They are:  

1. Identification of target customers and 
markets; 

2. Principal products or services;  
3. Geographic domain; 
4. Use of technology; 
5. Commitment to growth, survival, and 

profitability; 
6. Key elements of the organizational 

philosophy; 
7. Self-concept; and  
8. Desired public image.  
In fact, human-centred management needs to 

consider the above eight elements of Melles et al, 
especially “principal products or services, suitability 
with people and cultural considerations” when 
designing so-called “Sustainable Mission”. This well 
aligns with Maister (2001) that the best mission 
statement is based on the 3S’s principles: Service, 
Satisfaction, and Success.  

Management needs to understand the situation 
of its organization, the contextual business 
environment and set priorities on the above 

                                                           
7
Source: https://www.unglobalcompact.org/what-is-gc/mission/principles 
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components, especially the key elements of 
organizational philosophy when determining a 
relevant, workable, meaningful, measurable and 
sustainable mission as a belief for actions. 
Sustainable Mission is just like “inputs” that trigger 
the utilization of resources and the realization of 
strategy – organizational culture and commitment, 
market information and technology for “outputs” – 
actions and results. And, desirable outputs are 
innovative and environmental-friendly 
products/services with measurable sustainable 
development related activities.   

This chapter is prepared to arouse awareness 
of the community, including curriculum designers in 
higher education and management in business 
corporations or social enterprises about the 
importance of social responsibility and 
sustainability from the perspectives of a student, a 
teacher, an employee, an employer, an investor or a 
policy-maker.  
 

2.1 From Mission and Vision to Results 
 
In the world of business, mission helps us to 
succeed and stay on track. A mission statement 
defines what a company does and how it plans to 
achieve its goals. A vision statement looks ahead at 
least five years and defines the company’s goals and 
future state. However, management needs to 
understand the belief of mission to support these 
statements.  

Singh and Schick’s (2007) proposition of 
“creating value for customers” is a useful compass 
and a good point of reference for most CEOs. 
According to a study by Pearce and David (1987 in 
Palmer and Short, 2008), there are eight key 
components to an effective mission statement. In a 
good business model, we should be able to identify 
and define:  

 target customers and markets; 
 principal products or services;  
 geographic domain of our markets; 
 the types of technology required for our 

business; 

 ways to growth, survive and profit; 
 key elements of the company’s organizational 

philosophy; 
 our own concept of self; and  

 our desired public image. 
To truly understand how their organization 

works, management needs to set a priority of these 
eight components with consideration of people in 
order to make mission workable, achievable and 
meaningful. For example, organizations should 
understand clearly about themselves in terms of 
organizational philosophy, perception of own self 
and image projected, followed by identifying their 
markets with ways to growth , surviving with 
principal products, services and technology required 
for their business. These eight components are the 
“inputs” that will aid in the effective utilization of 
resources and the formulation of a clear strategy. 
The “outputs” or results are a well-defined, 
harmonious and productive organizational culture, 
smooth workflow, a good company image, 
innovative products and services and satisfied 
customers.  

 

2.2 Sustainable Development and Corporate Social 
Responsibility (CSR) 
 
According to the definition of Brundtland 
Commission (1992) of the United Nations, 
“sustainable development is development that 
meets the needs of the present without 
compromising the ability of future generations to 
meet their own needs.”(1987, p.27) A basic tenet of 
sustainability is the support of the business or the 
economy in the short term; while it also mandates 
the consideration for future generations in the long 
term. For business survival and expansion, issues 
relating to the customers, suppliers, organizations, 
and the community must be considered in strategic 
planning, strategy implementation, performance 
measurement and process review. Environmental 
considerations in the core and supporting processes 
may also contribute to sustainable business.  

The Corporate Social Responsibility (CSR) 
guidelines of ISO 26000 highlight that a socially 
responsible organization needs to be aware of seven 
dimensions in their operations of business: labor 
practices, consumer issues, fair operating practices, 
human rights, organizational governance, 
community involvement and development and the 
environment. The priority of the seven dimensions 
is subject to the strategic planning of management 
and the expectations of its stakeholders. According 
to Cajazeira (2008), the major principles for ISO 
26000 are: accountability, transparency, ethical 
behavior, consideration for the stakeholders, 
legality, international standards, and human rights. 
It is the responsibility of organizations to consider 
the needs of the stakeholders in these seven aspects 
when designing sustainable human-centred mission, 
work processes or executing business-related 
activities.  
 

2.3 Designing a Sustainable Mission and Strategy 
 
In response to the remarks at the Summit for the 
Adoption of the Post-2015 Development Agenda, 
Secretary-General Ban Ki-moon, in the United 
Nations (UN) General Assembly on 25 September 
2015, stated that success of strategies relied on 
listening to scientists and academia with 
engagement of all actors.  

Wheeler (2009) mentioned that “Design drives 
innovation; innovation powers brand; brand builds 
loyalty; and loyalty sustains profits. If you want 
long-term profits, start with design.” (p. 69) 
Responsible management needs to understand the 
ecosystem of its organization and explore its market 
positioning and future direction for building a 
brand of a responsible and sustainable corporation. 
When determining the key elements of the 
sustainable mission, it is better to internalize the 
idea of “doing good is good business” (Wheeler, 
2009, p. 70) when creating value for shareholders, 
integrating economic prosperity with protecting the 
environment, and demonstrating care for 
communities and employees. Wheeler (2009, p.70) 
uncovered the key items of sustainability for 
business, for example, business models, 
innovations, product life cycle, sustainable supply 
chain, education on sustainability, mission with 
values and workspace  
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In the case of Kalmar, the above elements of 
innovating responsibly, committing to core values, 
evaluate supply chain with business practices for 
making theory with actions have been 
demonstrated. In fact, these four elements align 
with the six principles of UN PRME, that is, purpose 
and values with innovations and responsibility; 
research, method, partnership, and dialogue with 
theories and actions; and partners and on-going 
dialogue with evaluation and practices.  

Activities for Socially Responsible Mission and 
Sustainable Strategy. This section focuses on 
applying the principles of the UN Global Compact 
and UN PRME to help corporations generate an 
innovative business model with responsibility and 
sustainability. Consumers, producers and designers 
are now being called on to consider the 
responsibility of their decisions in relation to 
designing products/ services and processes in a 
world of diminishing resources and climate change.”  

According the concept of “Business Ecosystem” 
defined by Moore (1993) in an article of Harvard 
Business Review in Wikipedia in internet that “an 
economic community supported by a foundation of 
interacting organizations and individuals—the 
organisms of the business world. (Moore, 1996, 
p.26)The economic community produces goods and 
services of value to customers, who are themselves 
members of the ecosystem. The member organisms 
also include suppliers, lead producers, competitors, 
and other stakeholders. Over time, they co-evolve 
their capabilities and roles, and tend to align 
themselves with the directions set by one or more 
central companies. Those companies holding 
leadership roles may change over time, but the 
function of ecosystem leader, who understands the 
relationship among economic community, goods/ 
services and customers, is valued by the community 
because it enables members to move toward shared 
visions to align their investments, and to find 
mutually supportive roles.” The chapter 
recommends existing corporate mission statements 
be reviewed and re-evaluated in light of the 
responsibility and sustainability elements as those 
highlighted by scholars and the UN for co-evolution 
with impacts.  

 
2.4. Implementing Sustainable Mission through 
Belief and Reflection 
 
Implementing a sustainable mission requires clear 
guidelines or code of ethics to guide the attitude 
and behaviour of employees in their daily work, 
making them realise the importance of considering 
shareholders, customers and the community. It is a 
platform to maintain “checks and balances” within a 
socially responsible organization. The mission 
statement and core values cannot be vague. Instead, 
they have to be concrete, measurable, and easy-to-
understand. Of course, this is a stage of evolving the 
mind set of all levels of staff. And, the most 
important thing is to reflect the mission and core 
values in their actions.  

Key Performance Indicators (KPIs) and action 
plans are often used to measure the performance of 
an organization. However, implementing a 
sustainable mission statement is more than 
executing the (KPIs and action plans. The core 
measurable values of an organization should 

support the responsibility and sustainability related 
elements (for example, UN PRME) of a sustainable 
mission statement. These values should be 
integrated into the hearts of employees to guide 
them to act, to make decisions, and to reflect. The 
core values of an organization should be indirectly 
passed onto the customers and suppliers, making 
them feel that employees stand by the belief and 
execute the core values at an operational level.  
 

3. METHODOLOGY – CONTENT ANALYSIS 
 
Textual messages are data for conducting content 
analysis during the process of grounded theory that 
helps us to induce a concept for generalization and 
future prediction. From the following quotation, we 
can realize that content analysis is a technique to 
enable researcher to study human behaviour in an 
indirect way. It is analysis of written contents drawn 
from a certain kind of communication paper, like 
textbooks, essays and articles from newspapers. 
Through analysing these written works of people, 
the researcher can understand the behaviour of 
people and organizational patterns. 

Communication is to send textual messages - 
verbal and non-verbal for co-ordinating, integrating, 
controlling and persuading purposes. Hence, textual 
messages are tools for persuading people’s minds to 
accept ideas. Organizational behaviour is to 
understand, predict and control others’ behaviour. 
Management is to manage resources within an 
organization for achieving organizational goals. 
These three principles – business communication, 
organization behaviour and business management 
bear an inter-related relationship as follows:  

 Infer attitudes, values and cultural patterns 
in different countries or organizations;  

 Gain ideas of how organizations are 
perceived; 

 See the trend of certain practices; and 
 Differentiate practices among certain groups 

of people. 
 
Content analysis as a methodology is often used 
in conjunction with other methods, in particular 
historical and ethnographical research. It can be 
used in any context in which the researcher 
desires a means of systematizing and 
quantifying data. It is extremely valuable in 
analyzing observation and interview data. 
Fraenkel & Wallen, 2003 : 482) 
 
Content analysis is a systematic and objective 

analysis of selected text characteristics. This 
includes counting the number, frequency of words, 
finding out the characteristics of themes, characters, 
building relationship among items, paragraphs, 
finally establishing meaningful concept. It is not 
simply a quantitative research method but also a 
qualitative one as the purpose of the writing is also 
reflected through the analysis.  

In this paper, the author built relationship of 
concepts on human capital development from 
literatures with a case study of Kalmar Asia to 
identify the key elements of developing a 
sustainable organization with a focus on human 
capital development approach.  

After conducting key words search on “Human 
Capital Development” and Human Capital 
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Employment” of different countries from 2007 to 
2014 using Nvivo, a total of 27 related literatures 
have been found. (Table 1). 
 

Table 1. Key Words Search on “Human Capital 
Development” and “Human Capital Employment” 

(2007 – 2014) 
 

Year No of Article(s) 

2007  1 pc 

2008  1 pc 

2009  1 pc 

2010 6 pcs 

2011 4 pcs 

2012  6 pcs 

2013 6 pcs 

2014  2 pcs 

 
The followings are the key elements identified 

for a model of human capital for sustainable 
development:  

1. Inputs of Common Understanding of 
Human Capital; For example, policy of training, 
obtaining funding and gender practices  

2. Processes of Academic and Vocational 
Programmes on Human; and Capital Development 
and Corporate Annual Reporting. For example, 
programmes on employee values and organizational 
needs. 

3. Outputs of Useful Guidelines for 
Developing and Sustaining Supply of Skilled Human 
Capital. For example, ways of removing socio-
cultural and psychological barriers in the social 
(public) sector and individual manager/employee.  

Research Question (RQ): Based on literature of 
initial findings and Kalmar’s practices, what are the 
critical elements of a model of human capital 
development for corporate sustainable 
development?  
 

4. KALMAR ASIA – FROM MISSION AND VISION TO 
PEOPLE-RELATED ACTIVITIES AND DESIRABLE 
BEHAVIOR  
 
Kalmar Asia provides innovative cargo related 
products and services for ports, terminals, 
distribution centres and heavy industry.Kalmar Asia 
has adopted the idea of "Sustainability" It is 
understood that fulfilling the obligations of the 
stakeholders is a fundamental task of management. 
The quality of leader and the ways to fulfill the 
obligations are matters of concern in making 
business sustainable. Ken, Loh, Head of Asia Pacific, 
Kalmar, began his career as a computer salesman. 
His rise in Kalmar is a journey of transformation 
with qualities of a sustainable leader. His story 
shows that it is possible to turn a seed of ambition 
into a concrete business success. Through sheer 
determination, a focused vision and effective 
customer servicing and management strategies, he 
is living proof that the right attitude with the right 
team can take us a long way. While he has charisma 
and good people skills, his success boils down to 
that little thing that Winston Churchill believes 
makes all the difference: Attitude.  

In 1990, as business conditions in China 
improved, Ken Loh and his associates created a 
holding company, which focused on the distribution 
of industrial equipment and products used in ports 
(Kalmar Asia), airports, railroad and industrial 

applications like port cranes, truck cranes, highway 
trucks, industrial transmissions etc.  

Kalmar’s focus on customer service led to the 
industry gaining confidence in its brand and its 
people. Kalmar earned a reputation as a company 
that makes things happen and delivers on promises. 
Kalmar learnt to think like their customers, to 
anticipate their needs. That became its business 
model – sustained with a human-centred mission.  

Kalmar’s Vision. To be the leader and be 
recognized as a partner in the container handling 
industry through providing reliable, professional, 
quality products and services.  

Kalmar’s Mission 
1. All Kalmareans are to makes things easy 

for our customers and partners during the process 
of delivering our services. 

2. To build a professional team. 
Being Responsible to Stakeholders Core Values 

of Kalmar. The four core values of Kalmar are: 
1) Quality; 2) Professionalism; 3) Reliability; 

4) Partnership. 
 

4.1. The Four Core Values of Kalmar 
 

1. Quality. Innovation for Better Service. The quality 
of products and services in many industries has 
improved tremendously thanks to innovative 
thinkers who come up with new and more efficient 
ways of doing things. One example of innovation 
leading to better quality service can be illustrated by 
the way people queue up at banks in Hong Kong. 
Ten years ago, we saw separate queues in front of 
the counters and if you were lucky, the queue you 
were in would move quickly, if you were unlucky 
you could spend your entire lunch break waiting in 
line. This multiple queue arrangement upset those 
who were stuck in the slower moving lanes and 
made those who were doing long-drawn out 
transactions feel guilty and rushed.  

2. Professionalism. At Kalmar, all Kalmareans 
need to undergo training to obtain a Kalmar 
professional certificate, therefore professionalism 
can be seen in every link of the Kalmar service 
delivery process. To win trust and respect of clients, 
all Kalmareans have to do their work extremely well, 
everything from answering enquiries to carrying out 
repairs and maintenance needs to be done with 
utmost sincerity and dedication. 

For example, in order to implement strategy 
with the right type of people in an organization, the 
co-operation between each department is very 
important. From the experience of Kalmar, “4 tier 
stocking, 4 tier communications, 4 tier planning, 4 
tier partnership” are found for managing people in 
the process of strategy implementation. Internally, 
product/ service support personnel shall play the 
key role in predicting, estimating and advising parts 
department all related information. 

Attention to Details. It is a misconception that 
only high-level tasks demand professionalism and 
this misguided belief can ruin a company’s efforts at 
building a solid professional image. Kalmareans 
understand that every role in the company is 
important. At Kalmar, everyone is an important and 
necessary link in the chain, and each and every 
person values his or her role and is willing to devote 
time and effort to become the best at what he or she 
does.  
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Professionalism is demonstrated not only by 
job knowledge but also in an employee’s attitude. 
Kalmareans have a positive work attitude and this is 
reflected in every little detail. Skills are honed by 
focusing on the small as well as bigger aspects of 
our jobs and doing every task well. At Kalmar, the 
proof of professionalism is in the details and 
Kalmareans believe that even the smallest task 
should be carried out with excellence. Here is an 
example provided by Senior Project Manager, 
Kalmar Asia: “WeChat groups as expert reference 
group are formed in Kalmar. When field service staff 
encounters technical problems at site and cannot 
resolve, he can immediately seek help from the 
WeChat group by sending photos and problem 
description etc. The group members will give 
suggestions and ideas and even locate the spare 
parts that are needed for resolving the problem in 
real time. This has helped to speed up the machine 
recovery time significantly. This is attributed to the 
advanced mobile technology and the active 
participation of the group members in Kalmar. This 
practice has been extended to dealers and has been 
proven a very successful tool for all.” 

3. Reliability. The caring attitude inculcated 
in Kalmareans drives them to actively discover what 
their customers need and how to do their best to 
satisfy those needs. Offering quality services that 
lead to customer satisfaction has become a 
necessary ingredient for the survival of business 
today, and they know that there is no room for 
compromise in this respect. That is why they have 
distinguished themselves from competitors by 
developing a culture of reliability.  

In the world of business, it is of utmost 
importance that customers feel they can depend on 
a company and trust it to deliver no matter what the 
circumstances. To achieve this level of trust, Kalmar 
Asia consistently aims to raise the bar on its service 
standards. To ensure that reliability is part of the 
company culture, Kalmar has put in place various 
programs and systems like SWIFT Service, Logisticar, 
and e-Partnership to make for smoother logistics. 
Here are some examples given by Senior Project 
Manager, Kalmar Asia: 

Technicians and engineering trainees in Kalmar 
Asia are motivated to write articles on machine 
problems diagnosis cases and share through WeiBo. 
The collection of these articles form the “Quick 
Diagnosis Manual” and during the last several years, 
some 100 articles are being registered for easy 
retrieval and sharing by Kalmar’s staff, dealers 
service staff and customers as well. This can help to 
facilitate the learning process and also help to speed 
up the machine recovery repair work for field 
service staff. Some articles are even nominated and 
published in industry magazines as a recognition 
and motivation to all the contributors. 

In this rapidly changing market environment, 
being agile and further supply chain optimization is 
key to enhance Kalmar’s competitiveness. 

Kalmar has adopted the IBP (Integrated 
Business Planning) process since 2012 that helps to 
provide better visibility about the customer demand 
and timely information to the supplier. The IBP 
process require high data accuracy, regular 
communication among the sales & marketing, 
production, supply chain team in order to keep 
down inventory and reduce the bullwhip effect on 

supplier side. With the modular production and 
efficient stock program, Kalmar is able to provide a 
high quality product within short lead time to cope 
with customer’s stringent requirements. 

4. Partnership. Sustainability is the key to the 
long-term development of our planet, societies and 
businesses. Awakened by the detrimental results of 
aggressive exploitation of natural resources, the 
world has begun the shift from short-term thinking 
to long-term thinking. Kalmar comes to understand 
that everything is interdependent and in the world 
of business this means that Kalmar needs to rely on 
stakeholders, distributors, suppliers, and customers 
in order to progress and thrive. In turn, these 
parties come to rely on Kalmar for their survival and 
success.  

As a leader in the container handling 
equipment market, Kalmar recognizes that its 
success goes hand in hand with the success of its 
customers, suppliers and distributors, thus, they 
place great importance in forging strong 
partnerships with them. At Kalmar, they believe that 
sustainability will improve its supply chain 
management and lead to co-operation and good 
working relationships where everyone wins. This has 
been mentioned by Ken Loh when communicating to 
staff in different departments. With sustainability in 
the forefront of their minds, all parties will benefit, 
grow together over time and drive the entire system 
to improve.  

A strong culture, professional service and 
project management, superb quality, technical 
competency and reliability are key messages that 
Kalmar communicates to its partners and 
customers. The business model of Kalmar 
incorporates the 4 S’s: 

 Speed: provision of prompt and customized 
solutions to clients;  

 Spare parts: availability of stocks to 
customers;  

 Service: availability of trained frontline team 
with passion and professional service to customers;  

 Support: dedication on location with a 
product technical support team.  
 

5. CONCLUSION  
 
This paper illustrates the outcomes of the UN 
Millennium Summit in August, 2015 that encourages 
transforming the world to allow people to live in a 
healthy environment, a planet with sustainable 
consumption/sustainable production and prosperity 
which will promote prosperity and fulfilling lives so 
that economic, social, and technological progress 
can occur in harmony with nature. In fact, this is to 
actualize the UN Global Compact’s Ten Principles 
derived from: the Universal Declaration of Human 
Rights, the International Labor Organization’s 
Declaration on Fundamental Principles and Rights at 
Work, the Rio Declaration on Environment and 
Development, and the United Nations Convention 
Against Corruption, and the Six Principles of UN 
PRME (Figure 1).  

Based on the literature search on human 
capital development from 2007 to 2014 on 27 
articles from different countries, it is found that 
developing a concept of human capital development 
is crucial for corporate sustainable development. 
This paper intends to highlight the type of 
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leadership in facilitating the consciousness of 
perceiving human capital development – inputs of 
definition of human capital development; desirable 
attitude and behavior (care, partnership, 
professionalism, a mindset of system thinking, and 
a sense of quality teamwork) internalized by 
employees voluntarily. A case of Kalmar Asia has 
been used to link up the outputs of actualizing UN 
Principles of Responsible Management Education 
(PRME) principles – purpose, values, methods, 
research, partnership, and dialogue into the process 
of implementing people-related strategy that 
focusing on exploring and developing potential to 
serve organizations and the community with 
consideration of the three main areas of sustainable 

development – economic, social and environmental 
impacts. 

All in all, externally recognised guided 
principles and internal mission, vision, leadership, 
human capital development values and strategy 
shall be concrete and understandable with action 
plans for sustainable development. Articulating the 
key elements of organizational core values, the 
consciousness of human capital development, and 
the good practices of human capital development, 
sustainability, responsibility and professionalism 
can ultimately benefit shareholders, employees, 
customers, suppliers, investors, and the 
communities. 

 
Figure 1. A model of human capital development for Corporate Sustainable Development 

 

 
 

6. MANAGERIAL IMPLICATIONS AND DISCUSSION  
 
Based on content analysis of 27 research papers 
related to human capital development from 2007 to 
2014 via qualitative and quantitative analysis of N’ 
vivo to explore the elements for building a 
sustainable organizations with a focus on human 
capital development and human-focused operations 
for corporate sustainability. Three main dimensions 
of elements have been identified : 

1. Inputs of common understanding of 
human capital development with organizational core 
values;  

2. Processes of a variety of programmes on 
human capital development for skilled labor force 
for sustainable development;  

3. Outputs of organizational culture focused 
on people development. 

According to Merriam-Webster dictionary, 
mindset is defined as “a mental inclination, attitude 
or habit; a particular way of thinking: a person's 
attitude or set of opinions about something” 
(Retrieved October 30, 2014, from 
http://www.merriam-webster.com/dictionary/mind-
set). The definition signals the intersection of three 
dimensions: knowing (thinking / cognitive), being 
(attitude / affective), and acting (habit / 
behavioral).Moreover, the instrument relating to 
lifelong learning put forward by (Znidarsic, and 
Jereb, 2011) is to strengthen and improve the life 
quality of individuals by enabling them to bring 
their own potential to the greatest level.” (p. 187) 

Taking Social / Sustainable Responsibilty 

Good practices on human rights and labour, 
environmental and anti-corruption issues with 
purpose, values methods, research, dialogues and 
partnership 

Leading with Human Capital in Core 
Business 

Education, training, good habits over lifetime 

Closing Loopholes with Dialogue 

- Reviewing Mission 

- Strategy 

- Process 

- People 

Measuring Performance 

- Organizational KPIs  

- UN initiatives 

Educating Stakeholders on Global Initiatives 

Principles of UN Global  Compact and UNPRME with Concepts of CSR and Sustainable 
Development 

People Development for Organizational Culture 

Strengthening Core Values 

- Quality 

- Professionalism 

- Raliability 

- Partnership 

Building Partnership  

- Local 

- Regional 

- Global 
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Hence, the following areas are discussion areas 
focused on human capital development for 
corporate sustainable development model to 
increase competitiveness of organizations:  

1. The organization shall identify inputs for 
operations from a proactive way. 

2. The organization shall make use of 
available resources with innovations in the 
processes with support from different stakeholders. 

3. The organization shall have solid practices 
on human capital development for continuity and 
sustainability. 

The methodological limitations of the study 
are quantitative data relating to the perceptions and 
good practices of human capital development of 
different kinds of industries within a specific 
context. Studies using quantitative data might help 
further our understanding of human capital 
development in corporate sustainability.  
 

REFERENCES:  
 
1. Abdullah, M. F. (2012). The role of Islam in human 

capital development: A juristic analysis. 
Humanomics, 28(1), 64-75. 
https://doi.org/10.1108/08288661211200997 

2. Adelowotan, M. (2014). Human capital 
development (HCD) through open, distance and E-
learning: Evidence from corporate annual reports 
(Cars) of top South African listed companies. The 
Turkish Online Journal of Distance Education, 
15(3), 68-79. 

3. Ardichvili, A., Zavyalova, E., & Minina, V. (2012). 
Human capital development: Comparative analysis 
of BRICS. European Journal of Training and 
Development, 36(2/3), 213-233. 
https://doi.org/10.1108/03090591211204724 

4. Arooj, F. (2012). Human capital 
development. Pakistan & Gulf Economist, 31(3), 97-
104. 

5. Au, A. K. M., Altman, Y., & Roussel, J. (2008). 
Employee training needs and perceived value of 
training in the Pearl River Delta of China, A 
human capital development approach. Journal of 
Europe Industrial Training, 32(1), 19-31. 
https://doi.org/10.1108/03090590810846548 

6. Boberiene, L. V. (2013). Can policy facilitate 
human capital development? The critical role of 
student and family engagement in 
schools. American Journal of Orthopsychiatry, 
83(2-3), 346- 351. 
https://doi.org/10.1111/ajop.12041 

7. Business ecosystem. Retrieved from the World 
Wide Web: 
https://en.wikipedia.org/wiki/Business_ecosyste
m 

8. Cajazeira, J. E. R. (2008). Executive Briefing of ISO 
26000 Guidance on Social Responsibility and 
HKQAA-HSBC CSR Index. Hong Kong: Hong Kong 
Quality Assurance Agency (HKQAA) Symposium.  

9. Contreras, S. (2013). The influence of migration on 
human capital development. International 
Economic Journal, 27(3), 365-384. 
https://doi.org/10.1080/10168737.2012.659277 

10. Currie, J. (2009). Healthy, wealthy, and wise: 
socioeconomic status, poor health in childhood 
and human capital development. Journal of 
Economic Literature, 47(1), 87-122. 
https://doi.org/10.1257/jel.47.1.87 

11. Dauda, R. S. (2013). Aids-orphanhood and human 
capital development in Nigeria. Journal of Social 
Research & Policy, 4(1), 121-138. 

12. De Haan, M., Plug, E., & Rosero J. (2014). Birth 
order and human capital development: evidence 
from Ecuador. The Journal of Human Resources, 
49(2), 359-
392.https://doi.org/10.3368/jhr.49.2.359 

13. Enyekit, E.O., Amaehule, S., & Teerah, L.E. (2011). 
Achieving human capital development in Nigeria 
through vocational education for nation building. 
Journal of Humanistic and Social Studies, II(2), 
131-139. 

14. Fraenkel, J. R., & Wallen, N. E. (2003). How to 
Design and Evaluate Research in Education. New 
York: McGraw-Hill Companies, Inc. 

15. Green, D. D., & Robert, G. E. (2012). Impact of 
Postmodernism on Public Sector Leadership 
Practices: Federal Government Human Capital 
Development Implications. Public Personnel 
Management, 41(1), 79-96. Retrieved from: 
http://web.b.ebscohost.com/ehost/pdfviewer/pdf
viewer?sid=39968834-6743-403b-a46a-
c75530561c%40sessionmgr111&vid=1&hid=110ht
https://doi.org/10.1177/0091026012041001053b 

16. Griffin, M., Annulis, H., McCearly, T., Green, D. G., 
Kirby, C., & Gaudet, C. (2011). Analysis of human 
capital development in Puerto Rico: summary and 
conclusions. Human Resource Development 
International, 14(3), 337-356. 
https://doi.org/10.1080/13678868.2011.585067 

17. Ismail, A., & Abdullah, A. G. K. (2011). Human 
capital development practices in Malaysian public 
universities. Current Research Journal of Social 
Sciences, 3(5), 389-398. 

18. Jones, G., & Ramchand, D. (2013). Education and 
human capital development in the giants of 
Asia. Asian-Pacific Economic Literature, 27(1), 40-
61. https://doi.org/10.1111/apel.12002 

19. Lapshyna, I. (2012). Transformational changes and 
challenges for human capital development in the 
context of Ukrainian labour migration. Economics 
& Sociology, 5(1), 111-124, 133. 
https://doi.org/10.14254/2071-789X.2012/5-1/9 

20. Maister, D. H. (2001). The path to performance: 
What managers must do to create a high-
achievement culture (Human Resources). Cornell 
Hotel & Restaurant Administration Quarterly, 
42(6), 90-96. 
https://doi.org/10.1177/0010880401426011 

21. Marcella, M., & Rowley, S. (2015) An exploration of 
the extent to which project management tools and 
techniques can be applied across creative 
industries through a study of their application in 
the fashion industry in the North East of 
Scotland’, International Journal of Project 
Management, 33, 735-746. 
https://doi.org/10.1016/j.ijproman.2014.12.002 

22. Melles, G., De Vere, I., & Misic, V. (2011). Socially 
responsible design; thinking beyond the triple 
bottom line to socially responsive and sustainable 
product design. CoDesign, 7(3-4), 143-154. 
https://doi.org/10.1080/15710882.2011.630473 

23. Mookerjee, A. M. V. (2012). Human capital 
development for programmers using open source 
software. MIS Quarterly, 36(1), 107. 

24. Moore, J. F. (1996). The Death of Competition: 
Leadership & Strategy in the Age of Business 
Ecosystems. New York: HarperBusiness.  

25. Mootee, I. (2013) Design Thinking for Strategic 
Innovation. New Jersey, US. 

26. Mustapha, R., Omar, M., Syed Hassan, S. N., Yasin, 
R. M., & Salleh, M. (2010). Human capital 
development of Orang Asli Youth: Supportive and 
suppressive factors. Procedia: Social & Behavioural 
Sciences, 7, 592-600. 
https://doi.org/10.1016/j.sbspro.2010.10.080 



Corporate Ownership & Control / Volume 14, Issue 4, Summer 2017, Continued - 2 

 
470 

27. Ndeffo, L. N. (2010). Foreign direct investments 
and human capital development in Subsaharan 
Africa. Economics and Applied Informatics, 2, 37-
50. 

28. Newburry, W., & Thakur, P. (2010). Multi-level 
impacts on perceived career opportunity from 
global integration: human capital development 
within internal institutional 
environments. International Journal of Human 
Resource Management, 21(13), 2358-2380. 
https://doi.org/10.1080/09585192.2010.516591 

29. Oluwatobi, S. O. (2011). Government expenditure 
on human capital development: implications for 
economic growth in Nigeria. Journal Sustainable 
Development, 4(3), 72-80. 
https://doi.org/10.5539/jsd.v4n3p72 

30. Omoluabi, E., & Akintunde, O. (2013). Strategic 
management of human capital development on 
employees performance in Nigeria cements sector. 
Acta Universitatis Danubius: Oeconomica, 9(6), 28-
45. 

31. Palmer, T. B., & Short, J. C. (2008). Mission 
statements in US colleges of business: An 
empirical examination of their content with 
linkages to configurations and performance. 
Academy of Management Learning & Education, 
7(4), 454-470. 
https://doi.org/10.5465/AMLE.2008.35882187 

32. PRME Secretariat. Retrieved from the World Wide 
Web: https://mobile.twitter.com/PRMESecretariat?
max_id=755404885969993727 

33. Rizvi, Y. (2010). Human capital development role 
of human resources (HR) during mergers and 
acquisitions. African Journal of Business 
Management, 5(2), 261-268. 

34. Six principles of UN Global Compact Leaders 
Summit. Retrieved from PRME Web site: 
http://www.unprme.org/about-prme/the-six-
principles.php 

35. Sustainable Development Goals. Retrieved from 
United Nations Web Site: 
https://sustainabledevelopment.un.org/topics/su
stainabledevelopmentgoals 

36. The ten principles of the UN global compact. 
Retrieved from United Nations Global Compact 
Web Site: https://www.unglobalcompact.org/what
-is-gc/mission/principles 

37. Trasca, I. M. (2013). Human capital development – 
European standards and national 
realities. Euromentor Journal, 4(2), 87-94. 

38. Wallenborn, M. (2010). Vocational education and 
training and human capital development: current 
practice and future options. European Journal of 
Education, 545(2), 181-198. 
https://doi.org/10.1111/j.1465-
3435.2010.01424.x 

39. Wheeler, A. (2009). Designing Brand Identity. New 
Jersey, US: John Wiley & Sons,  

40. Young, J. (2014). Practical guidelines to formulate 
an operational risk appetite statement for 
corporate organizations: A South African 
perspective. Corporate Ownership & Control, 
12(1), 46-62. 
https://doi.org/10.22495/cocv12i1p3 

41. Zavyalova, E. K., & Kosheleva, S. V. (2010). Gender 
stereotyping and its impact on human capital 
development in contemporary Russia. Human 
Resource Development International, 13(3), 341-
349. 
https://doi.org/10.1080/13678868.2010.483823 

42. Zhan, M. (2007). Assets, human capital 
development, and economic mobility of single 
mothers. Families in Society, 88(4), 605-615. 
https://doi.org/10.1606/1044-3894.3683 

43. Znidarsic, J., & Jereb, E. (2011). Innovations and 
lifelong learning in sustainable organziation. 
Organizacijia, 44, 185–194.  

 

 


