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The issue of corporate distress in non-financial corporations in Nigeria is timely and usually it is caused by efficiencies and labour
force insufficiencies within the company. The given study provides a conceptual analysis of the impact of employee capability on
corporate distress in terms of the Resource-Based View (RBV) and the Human Capital Theory. The conceptualization of employee
capability is represented as a multidimensional concept that comprises technical ability, managerial capacity, innovative ability,
adaptive ability and interpersonal ability. By using a qualitative analysis of modern literature and situational knowledge of the
business environment in Africa and particularly Nigeria, the research will present a model of the interplay between these dimensions
that either avoid or contribute to the vulnerability in a company. The results show that companies whose employee capability has
been developed strategically are capable of being more resilient, innovative and adaptive in the context of financial and operation
crises. The current research addresses an important research gap because of providing an integrated model connecting workforce
characteristics to the early warning signs of business downfall. It ends with strategic plans on how they can develop talent, be resilient
in their organizations, and empirical future exploration. Many scholars, policymakers, and corporate leaders can find practical and
theoretical information regarding improving firm stability by reinforcing human capital in the proposed framework.
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1.0 INTRODUCTION

Corporate sustainability is becoming an issue that is
challenged by continued financial instability and organizational
distress in the dynamic non-financial sector in Nigeria.
Corporate distress as a situation when firms fail to fulfill their
financial liabilities has assumed a trending de jure that
compromises the performance of firms and the economy at
large (Umenzekwe & Okoye, 2023; Adebbola, Tolulope, &
Obademi, 2025). Although researchers have previously
attributed business failure largely to poor management of
working capital, external surprises, and regulatory risks
(Adelodun, 2024; Olaoye et al., 2024), one such factor rarely
examined but that is critical in determining organizational
survival has been the competency of organizational staff.
Human capital has been provided as important in transforming

organizational performance and sustainability (Mustafa &
Audu, 2023; Sundararajan, Mohammed, & Lawal, 2023).
Nevertheless, in the non-financial industry of Nigeria, the
multidimensional aspect of employee capability, which
constitutes  technical skills, management competence,
innovative capacity, flexible capabilities and interpersonal
skills, has not been well incorporated in the schemes related to
corporate distress. The previous researches have been
mainstreaming either macro indicators or financial
management indicators like liquidity and working capital
efficiency (Bereprebofa, Sinebe, & Akpotu, 2023; Adebbola et
al., 2025), missing important soft and strategic competencies
within the workforce.

The employee capability is a strategic asset of the organization
based on the resource based view and the human capital theory.
It plays a significant role in shaping decision-making,
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promoting innovation, and ensuring adaptability in the face of
operational and environmental volatility (Eucharia, Nwodo, &
Nnorom, 2021; Alebiosu et al., 2022). For instance, firms that
develop robust managerial competencies tend to exhibit
stronger strategic agility, which reduces their exposure to
distress signals (Kelvin lloafu et al., 2023). Similarly, technical
proficiency and continuous learning have been linked to
improved operational efficiency and responsiveness in Nigerian
manufacturing and service firms (Eletu, Nwuche, & Akhigbe,
2021; Olalekan Ezekiel & Tolulope, 2023). Furthermore, in the
post-COVID-19 era, there is a growing need to reconceptualize
the role of HRM from a compliance-oriented function to a
driver of business transformation and resilience (Sundararajan
et al., 2023; Mohammed, 2022). As such, this paper contends
that a firm’s capacity to mitigate corporate distress is closely
related to how well it leverages and develops the
multidimensional competencies of its workforce. In particular,
the inclusion of interpersonal, adaptive, and innovative
capacities—often overlooked in traditional performance
models—may provide a more comprehensive understanding of
firm survival and competitiveness (Osadebey & Kifordu, 2024;
Gunu, Omolekan, & Isiaka, 2022).

Therefore, the central objective of this conceptual paper is to
develop a theoretically grounded framework that links
employee capability to corporate distress in Nigeria’s non-
financial sector. By integrating insights from organizational
behavior, strategic management, and human resource
development, the paper aims to fill a critical gap in the literature
and provide new directions for empirical research and practical
interventions.

1.1 Statement of the Problem

Despite the increasing emphasis on financial prudence
and regulatory compliance within Nigeria’s non-financial
sector, a persistent wave of corporate distress continues to
threaten firm survival and economic sustainability. The major
cause of research and intervention schemes has been
historically concentrated around capital structure, exogenous
shocks and macroeconomic volatility. Yet, this distress, though
more sinister and less explored to date, is also driven by the
poor cultivation and mobilization of employee potentials, and it
does so particularly in settings where fast technological
fluctuations, stiff competition, and innovational pressures reign
supreme (Mohammed, 2024; Dahunsi, 2023). The key problem
is that numerous Nigerian companies lack proper investment in
their workers and do not overestimate human resources as
successful strategic competencies of change, adaptability, and
managerial judgement (Adefulu et al., 2022; Emoh, 2023). The
misalignment is part of the causes of performance bottlenecks,
strategic rigidity, and slow responsiveness to market
perturbation. As an example, it was proven that the ability of
firms to be innovative and resilient in their adaptive capacity is
less likely to ensure that they can secure operational continuity
even in times of crises or competitive shifts (Olaleye et al.,
2024; Ajike et al., 2025). It is the same case with technological
innovations proposed in the workplace which do not always
result in productivity increases because of the skills mismatch

in employees and a state of inertia in an organization (Onaolapo
& Adeyinka, 2020).

Furthermore, corporate entrepreneurship and strategic
reorientation as the tools constituted to improve the
performance of corporations have also been heavily promoted,
yet highly managerial competency and employee capability-
dependent (Akanji & Gyekye, 2024; Nwokah & Ahiauzu,
2008). Nonetheless, empirical evaluations indicate that a
majority of non-financial companies in Nigeria do not have the
structures in place that can allow them to inculcate learning,
innovation, and talent nimbleness into the fabric of their
businesses (Emoh, 2023; Adefulu et al., 2022). Consequently,
such firms remain vulnerable to both internal mismanagement
and external market shocks, further intensifying the risk of
corporate distress. In this context, the growing gap between
technological advancement and employee adaptability has
become increasingly problematic. As firms adopt digital
systems and automation technologies, employees are expected
to quickly reskill and upscale—yet, organizational support for
these transitions remains inconsistent (Sundararajan &
Mohammed, 2024). The absence of coordinated human capital
development strategies impedes organizational transformation
and reinforces a cycle of underperformance and decline.
Therefore, the core problem this paper addresses is the
inadequate integration of employee capability into the
framework of corporate distress analysis in Nigeria’s non-
financial sector. Existing models fail to recognize that beyond
financial or structural inefficiencies, it is the multidimensional
strength—or weakness—of employee capabilities that can
determine whether a firm adapts and survives or collapses under
market pressures.

1.2 Research Questions

This study seeks to address the following key questions:
1. To what extent do technical skills of employees influence
corporate distress in Nigeria’s non-financial sector?

2. How does managerial competence affect the likelihood of
corporate distress in non-financial firms?

3. What is the relationship between innovative capacity and
corporate distress among Nigerian firms?

4. How does employee adaptability relate to corporate
distress in a dynamic business environment?

5. In what ways do interpersonal skills of employees
contribute to mitigating or aggravating corporate distress?

1.3 Objectives of the Study

The main objective of this study is to conceptually examine
the influence of employee capability on corporate distress in
Nigeria’s non-financial sector. Specifically, the study aims to:
1. Explore the influence of technical skills on corporate

distress.
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2. Investigate the effect of managerial competence on
corporate distress.

3. Assess the relationship between innovative capacity and
corporate distress.

4. Examine how employee adaptability affects corporate
distress.

5. Determine the extent to which interpersonal skills are
linked to corporate distress.

1.4 Research Hypotheses

The study will test the following null hypotheses:
Ho:: There is no significant relationship between technical skills
and corporate distress in Nigeria’s non-financial sector.
Ho:: Managerial competence has no significant effect on
corporate distress in non-financial firms.
Hos: There is no significant relationship between innovative
capacity and corporate distress among Nigerian firms.
Hos: Employee adaptability does not significantly affect
corporate distress.
Hos: Interpersonal skills of employees have no significant
relationship with corporate distress.

1.5 Significance of the Study

This study is significant as it bridges a crucial
conceptual gap in the discourse on corporate distress by
integrating employee capability—an often underemphasized
yet vital internal resource—into the framework of
organizational sustainability. Theoretically, it extends the
resource-based view and human capital theory by positing that
technical skills, managerial competence, adaptability,
innovation, and interpersonal relations within the workforce are
strategic assets that can buffer firms against distress. From a
managerial standpoint, the study highlights the need for non-
financial firms in Nigeria to move beyond conventional
financial metrics and recognize employee capability as a
determinant of long-term viability. This is particularly
important in dynamic environments where adaptability and
innovation drive competitive advantage. For policymakers, the
findings offer valuable insights into the design of human capital
development programs, emphasizing the strategic alignment of
workforce skills with national economic objectives. The
research also builds up a base that can be used in waging other
empirics hence giving the future researchers access to
multidimensional framework, which can be checked and
developed in sectors and situations.

2.0 EMPIRICAL REVIEW
2.1 Review of Past Studies

Employee capability and the organizational
performance with regard to the relationship have been of
concern to scholars over a few years especially in the emerging
economies where firms are faced with unstable economic and
institutional conditions. Existing literature highlights the
overall degree of employee ability, in terms of technical skills,

managerial ability, novelty, and ingenuity, flexibility and social
interaction in relation to the success or failure of the firm.

In the manufacturing industry of Nigeria, technical skills have
been placed as the pillars of productivity and innovation. A
study conducted by Onaolapo and Adeyinka (2020) revealed
that any technological innovation needs an equivalent
enhancement in the skills of the staff to prevent their
performance stagnation. On the same note, Mohammed (2023)
has emphasized on the significance of Industry 5.0 in
transformation of human resource strategies with the objective
that digital transformation initiatives must include upskilling to
make sure that workforce can be incorporated competitively.
Managerial competence has also played a significantly
important role as a driver of innovation and strategic change.
According to Oghojafor, Adebisi, and Ogunkoya (2023),
dynamic managerial abilities are critical in helping the Nigerian
manufacturing companies to reconfigure their resources in the
face of new developments in the market. Similarly, Popoola and
Fagbola (2014) also associated organizational effectiveness
with innovation capability of managers, thus indicating that
agility in leadership has been crucial in sustaining organizations
during the long run in competitiveness.

Strong links have been made between innovative capacity,
whether at the process level or the strategic level, and higher
organizational performance. Iherobiem and Sanusi (2023) have
reported that, in the context of the Nigerian economy, there is a
direct effect of process innovation on the productivity of a firm.
Their research results coincide with those of Adeleke, Ajike,
and Nwankwere (2024), who also determined that strategic
flexibility can increase the performance of innovation,
particularly, pharmaceutical companies. Quadri (2022) further
ascertained that innovation is a determinant of success among
small and medium enterprises (SMEs) implying that lack of
innovation leads to long-term vulnerability. About adaptability,
studies indicate that companies, which can adapt to changing
internal and external environments, are more successful and
survive any crisis. Emeni and Ojeaga (2010) noted that
adaptability was a key differentiator among firms that survived
economic downturns in Nigeria. This idea is corroborated by
more recent findings: Orishede and Igbigbisie (2022) concluded
that flexible work cultures allow employees to better adapt to a
change, thus limiting the emergence of stress inefficiencies and
work performance outburst.

Interpersonal skills and relational intelligence as well appear as
crucial yet underrated attributes of employee ability. The study
by Ayofe and Akinbo (2022) showed that interpersonal
relationship had a positive relationship to the performance of
the employees of Nigerian banks. To augment this aspect,
Uchenna and lkpeazu (2020) underline the potential of
emotional intelligence in enhancing communication and
cooperation in service businesses. Igbaji et al. (2025) refined
this thrust of the research by associating effective corporate
performance to effective human relations in various
organizations found in Nigeria. Although the studies give piece-
meal information in relation to how the specific dimensions of
the employee capability influence performance, none have
harnessed these dimensions in a coherent conceptual
framework especially as regards to their impact in reducing
corporate distress. Most existing research emphasizes
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innovation or managerial competence in isolation, with limited
consideration for how these capabilities collectively shield
firms from operational or financial breakdown. This paper
seeks to bridge that gap by offering a multidimensional analysis
of employee capability and its conceptual impact on corporate
distress in Nigeria’s non-financial sector.

2.2 Conceptual Framework

Corporate distress, particularly within the non-
financial sector of developing economies such as Nigeria, is
often analyzed through the lens of financial mismanagement,
market turbulence, and regulatory inconsistencies. However, an
emerging body of literature recognizes the internal strategic
assets of firms—specifically, employee capability—as critical
levers for resilience and long-term sustainability (Mohammed
& Sundararajan, 2024). This study proposes a multidimensional
conceptual framework that connects employee capability to
corporate distress, with five key sub-dimensions: technical
skills, managerial competence, innovative capacity,
adaptability, and interpersonal skills.

Independent Variable (1V): Employee Capability

Employee Capability is the Independent Variable (1V)
and is disaggregated into five measurable dimensions:

1. Technical skills: Technical skills form the foundation for
task efficiency and performance quality, particularly in
technologically evolving sectors. Osunwehinmi (2023)
emphasizes that employees equipped with strong technical
competencies are more adaptable to organizational change,
thereby reducing operational vulnerabilities. The
integration of advanced technologies and digital tools
demands employees who can rapidly acquire and apply
technical knowledge, ultimately enhancing firm resilience
(Obi, Leggett, & Harris, 2017).

2. Managerial competence: Managerial competence
relates to leadership effectiveness, decision-making, and
the ability to align resources with strategic objectives.
Enyinnah et al. (2022) argue that firms with competent
managerial teams exhibit better strategic orientation and
are less susceptible to financial distress. Moreover,
managerial acumen is key in navigating complexity and
uncertainty, particularly in Nigeria’s volatile business
environment.

3. Innovative capacity: Innovative capacity is increasingly
recognized as a core component of organizational survival.

Through innovation firms can address the evolving needs
of the consumers, reorganization of operations and keep
ahead in the game. Galadanchi (2024) and Adegbite and
Govender (2023) also indicate that in Nigeria, institutional
and managerial obstacles to innovation are prevalent and
do not favorably affect the performance and resilience of
the firm, but those that manage to foster innovation through
employee engagement have better chances of surviving
performance shocks. The capability in innovation also
helps firms in their shift of reactive strategic behavior to
proactive behavior, which prevents the risk of decline to
some extent.

4. Adaptability: Adaptability captures the capability of an
organization to react efficiently to changes that are both
internal and external. As noted by Eletu et al., (2021),
operative efficiency and performance continuity is directly
connected to a learning capability that is considered to be
a critical aspect of adaptability. Nigeria business
environment is dynamic and a workforce that is capable of
rapidly changing and adapting to new working
environments by re-skilling themselves can minimize
occurrence or the degree of corporate distress.

5. Flexibility: ~ Emotional intelligence, interpersonal
association, and communication are  important
interpersonal skills that are important in the execution of
strategic initiatives. High-functioning teams with strong
interpersonal dynamics are better positioned to navigate
organizational challenges and prevent conflict-related
disruptions. As Sundararajan, Mohammed, and Martin
(2022) note, digital transformation and agile HR strategies
increasingly depend on human relational skills to ensure
successful execution and employee engagement.

Dependent Variable (DV): Corporate Distress

Corporate Distress, which refers to the financial,

operational, or strategic decline of a firm that threatens its going
concern status, manifesting in insolvency risk, declining
performance, or loss of stakeholder confidence.
The conceptual framework developed in this study posits that
these five dimensions of employee capability collectively
influence a firm’s likelihood of experiencing corporate distress.
This framework is grounded in the Resource-Based View
(RBV) and Human Capital Theory, both of which emphasize
the strategic importance of internal competencies in achieving
and sustaining competitive advantage (Mohammed &
Sundararajan, 2024).
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2.5 Model of The Study

( Technical Skills

Employee
Capability

Figure 2.1: Conceptual Model of Employee Capability Dimensions and Corporate Distress

Figure 2.1 illustrates the conceptual model linking the five core
dimensions of employee capability—Technical Skills,
Managerial Competence, Innovative Capacity, Adaptability,
and Interpersonal Skills—to corporate distress within Nigeria’s
non-financial sector. Each of these dimensions is represented as
a distinct input factor exerting influence on the outcome
variable, Corporate Distress. The use of individual ovals
signifies the independent yet interconnected nature of these
human capital attributes. The model emphasizes that enhanced
employee capabilities serve as critical organizational assets that
can mitigate financial instability, operational inefficiencies, and
other precursors to corporate distress. By visually mapping
these relationships, the figure supports the study’s theoretical
foundation that employee capability, when properly harnessed,
plays a preventive and strategic role in reducing the likelihood
of corporate failure.

2.3 Theoretical Framework

This study is anchored on two interrelated theoretical
perspectives: the Resource-Based View (RBV) and Human
Capital Theory. These frameworks collectively provide the
intellectual foundation for understanding how internal
organizational resources—particularly employee capabilities—
contribute to firm resilience and influence corporate distress
outcomes.

1. Resource-Based View (RBV)

The Resource-Based View posits that firms can attain and
sustain a competitive advantage by developing and deploying
valuable, rare, inimitable, and non-substitutable (VRIN)
internal resources (Barney, 1991). In the context of Nigeria’s
non-financial ~ sector, employee capability—comprising
technical skills, managerial competence, innovative capacity,
adaptability, and interpersonal skills—can be considered a
strategic resource. According to Umoh and Amah (2013),
knowledge-based  competencies such as  managerial
effectiveness and adaptive learning enhance organizational

Managerial
Competence

pnevanaiD)

Capacity

resilience and operational continuity in volatile environments.
Likewise, innovation capacity, when internalized through
employee competencies, becomes a differentiating factor for
firm performance and crisis management (Dahunsi, 2023;
Olayinka et al., 2023).

Moreover, the RBV framework emphasizes that not all
resources contribute equally to organizational success. Firms
that systematically develop employee capabilities as part of
their internal value creation process are more likely to reduce
the risk of distress, particularly in resource-constrained
economies. This aligns with the view of Sundararajan,
Mohammed, and Senthil Kumar (2023), who assert that agile
performance management systems grounded in capability
enhancement significantly improve organizational
responsiveness and sustainability.

2. Human Capital Theory

Human Capital Theory, pioneered by Becker (1964),
underscores the economic value of investments in people—
particularly education, experience, training, and skills—as
drivers of productivity and firm success. Within this
framework, employee capability is not merely a support
function but a strategic factor of production. The theory holds
that organizations that invest in enhancing the knowledge,
skills, and competencies of their workforce will experience
superior outcomes, including reduced exposure to operational
and financial disruptions (Mohammed, 2024).

A growing body of literature supports this position in the
Nigerian context. For instance, Onu, Agagbo, and Anoke
(2022) emphasize that managerial competencies are positively
correlated with SME growth and survival. Similarly,
interpersonal skills have been identified as critical in building
internal cohesion and minimizing communication breakdowns
that often lead to strategic failure (Obiunu & Yalaju, 2020;
Akinruwa & Bankole, 2024). Adekanmbi and Ukpere (2022)
further argue that adaptive performance—shaped by learning
orientation and organizational resilience—strengthens an
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employee's ability to cope with disruptive shifts, thereby
safeguarding firms against distress.

Theoretical Integration

Both RBV and Human Capital Theory converge on the
proposition that employee capabilities are central to firm
viability, especially under conditions of uncertainty and change.

While RBV frames these capabilities as scarce and strategic
assets, Human Capital Theory positions them as investments
that yield long-term returns in the form of productivity,
adaptability, and innovation. In light of this integration, the
current study proposes that a firm’s ability to avoid or recover
from corporate distress is significantly dependent on the
development, deployment, and alignment of employee
capabilities with organizational goals.

Theoretical Model Linking Employee Capability to Corporate Distress under the Resource-Based View and Human Capital

Theory

Resource-Based
View (RBVWV)

/.

Human Capital
Theory

[ Employvee Capability ]

L

|

Skills

Technical Managerial
Competence

[Ada Pta bllltyil

Innovative
Capacity

Interpersonal
Skills

Corporate
Distress

Figure 2.2: Theoretical Model Linking Employee Capability to Corporate Distress under the Resource-Based View and Human
Capital Theory

Figure 2.2 presents the theoretical framework illustrating how
employee capability, as a multidimensional construct,
influences corporate distress, guided by the Resource-Based
View (RBV) and Human Capital Theory. RBV and Human
Capital Theory both underpin the conceptualization of
employee capability as a strategic internal resource. The model
identifies five critical dimensions—technical skills, managerial
competence, innovative  capacity, adaptability, and
interpersonal skills—that collectively enhance a firm’s ability
to mitigate operational and financial decline. Each of these sub-
constructs is positioned as an antecedent to corporate distress,
reinforcing the view that strengthening human capital can lead
to increased organizational resilience and performance stability.

2.4 Research Gap

Despite growing literature on employee capability and
firm performance, a comprehensive conceptual understanding
of how multidimensional employee capability influences
corporate distress—particularly within Nigeria’s non-financial
sector—remains underexplored. Several studies have
individually examined components such as adaptability
(Orishede & Igbigbisie, 2022), managerial competence
(Osisioma & Ugiagbe, 2024), and performance under change

management (Ajani et al., 2024), but these efforts often lack
integrative perspectives. Moreover, while adaptive culture
(Basuo, 2022) and agile performance systems (Mohammed,
2023) have been linked to employee resilience and change
readiness, there is a limited focus on how these employee-
centric constructs collectively mitigate the risk of corporate
distress.

There is also insufficient empirical grounding in the Nigerian
context concerning how interpersonal skills and innovative
capacity interact with organizational vulnerability. For
instance, Orji, Emmanuel, and Egwuatu (2023) explored
managerial skills in SMEs, but their focus remained narrow,
without addressing corporate instability. Similarly, Mueller and
Obaji (2025) highlighted inter-firm cooperation as a source of
innovation, but did not extend their findings to internal
workforce capability or corporate decline.

This study fills a critical research gap by proposing a
multidimensional framework of employee capability and
theorizing its impact on corporate distress within Nigeria’s non-
financial firms. Analysis of the literature therefore shows a
paucity of integrated models, an under-representation of sector-
specific insights, and a shortage of attention to early-stage
covert measures of corporate distress. Synthesis of these gaps
is made in Table 2.1.
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Table 2.1: Identified Research Gaps and Their Implications
Implications for Current Study

S/N | Identified Research Gap Key References

skills as a corporate resilience factor

1 Fragmented focus on individual | Necessitates a holistic framework capturing all | Orishede &  Igbigbisie
employee attributes (e.g., adaptability or | critical employee capability dimensions (2022); Osisioma & Ugiagbe
technical skills) (2024)

2 Lack of research linking employee | Justifies a sector-specific conceptual | Ajani et al. (2024);
capability to corporate distress in | investigation into non-financial firms Mohammed (2023)

Nigeria
3 Limited exploration of interpersonal | Expands inquiry into non-technical attributes | Orji et al. (2023)

such as communication and collaboration skills

Capital Theory

4 Absence of integrative theoretical | Supports the development of a dual-theory | Mueller & Obaji (2025);
models combining RBV and Human | conceptual model for understanding employee | Basuo (2022)
capability impact

linking to early signs of distress
instability

5 Emphasis on firm performance without | Encourages exploration of employee capability | Ajani et al. (2024); Osisioma
as a predictor of performance decline and | & Ugiagbe (2024)

Source: Author’s Review, 2025

3.0 METHODOLOGY OF THE STUDY

In this study, a qualitative conceptual research design
was used in investigating connection between the capability of
employees and corporate misery in the non-financial industry
of Nigeria. That is, according to the nature of the research,
which focuses on theoretical synthesis rather than conducting
empirical study, primary data collection and statistical analysis
are not parts of the study. Rather, it draws upon an interpretive
review within an inductive critique of the literature in the field,
industry reports, and peer-reviewed academic research in
building out a strategy of articulating an understanding of the
way in which multidimensional employee capabilities can
determine organizational vulnerability and performance
stability. The methodology is based on the paradigm of
constructivism according to which the reality is built in a social
context and explained in the context. The paradigm can be
applied to the deconstruction of such compound concepts as
technical proficiency, management aptitude, innovation
capability, adaptive expertise, and interpersonal talent, and how
they relate to one another to influence company distress within
organizational contexts. The resource-based view (RBV) and
the Human capital Theory as well, assist the research
framework by offering a strong perspective through which the
potential of the employee capabilities as the intangible assets to
forestall the corporate failure can be understood.

The conceptual analysis data were retrieved as the result of a
thorough search of secondary source materials, including
journals indexed by Scopus, works of institutional publications,
and study databases: Google Scholar, JSTOR, and
ScienceDirect. The criteria to guide the selection of the articles
to be included were based on thematic relevance, timeliness
(focusing mainly on the period of 2020-2025), and suitability to
the non-financial context of Nigeria. Triangulated
interpretations and theoretically consistent analyses were also
conducted by reviewing case-based evidence and conceptual

models of the body of literature available on business and
management. During the establishment of the conceptual
model, qualitative thematic synthesis was applied to determine
commonalities as well as themes and builds in the reviewed
literature. This approach enabled the classification of employee
capability into five key dimensions and allowed for the
mapping of their potential influence on corporate distress,
which is operationalized as an outcome of financial
vulnerability, managerial failure, and performance decline.
Therefore, this qualitative conceptual methodology provides a
foundation for theory development and offers strategic insights
for future empirical testing. It contributes to the existing body
of knowledge by offering an integrative framework that
organizations and scholars can adapt in diagnosing and
managing early signs of corporate distress through workforce
capability enhancement.

4.0 FINDINGS

Although this study is conceptual and not based on
primary data collection, a thorough qualitative synthesis of
recent scholarly works and industry analyses reveals several
key insights. First, employee capability is not a monolithic
concept, but rather a multidimensional construct comprising
technical skills, managerial competence, innovative capacity,
adaptability, and interpersonal skills. These dimensions, when
developed in an integrated and strategic manner, significantly
influence organizational resilience and reduce the risk of
corporate distress. Second, the review highlights that corporate
distress in Nigeria’s non-financial sector is frequently tied to
internal human  resource deficiencies, particularly poor
leadership, resistance to change, limited innovation, and weak
technical competence.

Existing literature suggests that firms with higher levels of
employee capability tend to demonstrate better crisis
management, competitive positioning, and long-term
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sustainability. Third, the findings reveal a notable research gap
in linking human capital development explicitly with early
warning signals of corporate distress. Most empirical studies
focus on firm performance metrics rather than on diagnosing
underlying workforce-related factors that contribute to
organizational decline. This study therefore contributes a
conceptual framework that positions employee capability as a
leading predictor of corporate vulnerability and strategic
failure.

5.0 RECOMMENDATIONS

Based on the conceptual findings of this study, the
following recommendations are proposed for both practitioners
and scholars:

1. Strategic Human Capital Development: Organizations
in Nigeria’s non-financial sector should institutionalize
capacity-building programs that enhance technical skills,
leadership development, and adaptive thinking among
employees.

2. Integrated Talent Management: Human resource
managers should align talent acquisition, development, and
retention strategies with firm-wide objectives aimed at
minimizing financial instability and operational risk.

3. Innovation-Driven Culture: Firms must foster an
innovation-oriented organizational culture that encourages
creative problem-solving and continuous improvement,
particularly in navigating economic shocks.

4. Early Detection Systems: Corporate leaders should
develop and integrate employee-related indicators into
their risk management systems to detect early signs of
corporate distress.

5. Further Empirical Research: Future studies should
empirically test the proposed conceptual model across
diverse sectors using mixed-method approaches to validate
and refine the theoretical assumptions established in this
study.

6.0 CONCLUSION

This study has conceptually examined the impact of
employee capability on corporate distress within Nigeria’s non-
financial sector, drawing insights from the Resource-Based
View and Human Capital Theory. Through a synthesis of
relevant literature, it establishes that employee capability—
across five key dimensions—plays a crucial role in shaping
organizational resilience, innovation, and long-term viability.
The model developed in this study not only bridges theoretical
and practical knowledge gaps but also provides a strategic tool
for understanding how internal workforce competencies can
serve as buffers against organizational decline. Ultimately, the
paper highlights the need for organizations to view human
capital not just as an operational necessity but as a strategic
safeguard against corporate distress in an increasingly uncertain
business environment.
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