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Abstract: This study explores the "Can Do" and "Will Do" elements of human capital that impact university
performance. Human capital, comprising both "Can Do" and "Will Do" elements, plays a pivotal role in driving
organizational success, particularly in academic institutions. To investigate these elements within the university
context, we conducted an exploratory qualitative research design using semi-structured face-to-face interviews
with 12 purposely selected university practitioners and experts. The study results show that a high knowledge
level, skills, capabilities, and experiences characterize the "Can Do" mindset. In contrast, the "Will Do" attitude
encompasses personal traits, achievement motivation, and engagement with the job and institution. In conclu-
sion, this research underscores the importance of cultivating a synergistic relationship between human capital's
"Can Do" and "Will Do" aspects for driving sustainable improvements in university performance. By leveraging
these insights, academic institutions can optimize their resources and empower their faculty to achieve greater

success and impact.
Keywords: can do element; human capital; will do element; university performance

1. Introduction

The performance and ranking of a university often serve as significant measures in
the endeavor to transform the education system within a country (Aburizaizah, 2022;
Boyadjieva, 2017; De La Poza et al., 2021; Tilak, 2016), including in Aceh, Indonesia. The
excellence in performance and position of a university is consistently associated with its
substantial contributions to the innovation system, economic growth, and social develop-
ment of a region (Anggraini & El Pebrian, 2021; Chankseliani et al., 2021; Cricelli et al.,
2018; Passaro et al., 2018; Tjahjadi et al., 2019; Wright & Horta, 2018). The contributions of
universities to such development and progress can manifest in various forms, including
research outputs yielding licenses, patents, and high-quality publications, fostering an
elite cohort of graduates who are skilled and professionally employable, and the contri-
butions of academic staff who provide services towards regional development (Anggraini
& El Pebrian, 2021; Barra & Zotti, 2017; Forliano et al., 2021; Pugh et al., 2022; Tee, 2016).

Constructing high-performing and competitive universities is of utmost importance
due to the significant contribution of universities to development in the region and their
role as key drivers in achieving sustainable development goals (Al-Kuwari et al., 2021;
Angelaki et al., 2024; Awuzie & Emuze, 2017; Hanushek, 2016; Mohamed Hashim et al.,
2022; Novo-Corti et al.,, 2018). This importance is evident through the alignment of
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universities with Goal Four of the Sustainable Development Goals, which aims to ensure
inclusive and quality education for all and promote lifelong learning. Goal Four empha-
sizes enhancing the quality of human life to achieve sustainable development through
access to quality higher education, reflecting the Education for Sustainable Development
(ESD) concept launched by the United Nations (Uddin, 2024; Vargas-Merino et al., 2024).
ESD aims to educate, motivate, and empower human resources, especially the younger
generation, with knowledge, skills, and awareness of sustainability to change attitudes
and behaviors and engage in sustainable development (Al-Kuwari et al., 2021; Awuzie &
Emuze, 2017; Chankseliani et al., 2021; Kioupi & Voulvoulis, 2019; Novawan & Aisyiyah,
2020; Novo-Corti et al., 2018; Pauw et al., 2015; Wu & Shen, 2016). In this context, the role
of Higher Education Institutions (HEIs) is crucial in developing outstanding human re-
sources with sustainability-oriented knowledge, attitudes, and behaviors through teach-
ing, research, and community service activities focused on sustainability achievement.
Therefore, ensuring the construction of high-performing and competitive universities is
imperative (Awuzie & Emuze, 2017; Pauw et al., 2015).

To maintain continuous excellence in university performance and sustained compet-
itiveness, numerous studies suggest that human capital plays a crucial role (Amin et al.,
2014; Anggraini et al.,, 2018; Martin-Sardesai & Guthrie, 2018; Nurmahmudah & Putra,
2020; Pedro et al., 2019; Osei et al., 2019; Velayutham & Rahman, 2018). Human capital is
defined as the knowledge, skills, and abilities of individuals used to generate specified
outputs and outcomes (England & Folbre, 2023). Martin-Sardesai and Guthrie (2018) de-
fines human capital as individual characteristics such as training, experience, decision-
making ability, intelligence, relationships, and perceptions from managers and employees
within an institution. This aligns with Becker's (1993) perspective that human capital re-
fers to inherent qualities and attributes in individuals with productive workplace value.
It is also supported by Ployhart et al. (2014) who define human capital as the capacity of
individuals or units based on knowledge, skills, abilities, and various individual charac-
teristics to achieve organizational unit goals. Consistent with Ployhart et al. (2014), human
capital now encompasses different ideas, including efficiency, intelligence, knowledge,
entrepreneurial spirit, and process capital, all classified as intangible resources. These ex-
pert views indicate that all human capital attributes positively impact the performance
excellence institutional units achieve. This is consistent with the Resource-Based Theory
(RBT), which states that resources, including human capital along with various intangible
resources, are key factors determining the effectiveness and competitive advantage of in-
stitutions when these resources are VRIN (valuable, rareness, inimitable, and non-substi-
tutable (J. B. Barney, 2021; ]. B. Barney et al., 2021; Davis & DeWitt, 2021; Nayak et al.,
2023).

This phenomenon also applies to universities, where human resources and inherent
intangible elements such as intellectual capital, knowledge, social capital, and other tacit
dimensions form the backbone and frontline in achieving university performance and sus-
tained competitive advantage. Human resource factors with various intangible elements
constitute the core competencies of a university and serve as the primary inputs and
sources for various Tridharma activities (teaching, research, and publication, as well as
community and industry service), which are the three main missions of a university's ex-
istence (Anggraini & El Pebrian, 2021; Barra & Zotti, 2017; Martin-Sardesai & Guthrie,
2018; Ramirez & Gordillo, 2014; Tjahjadi et al., 2019; Ulum, 2019). Additionally, human
resources are the main driving force behind the governance and management of higher
education institutions, encouraging various efforts to improve performance continuously
(Anggraini & El Pebrian, 2021; Cricelli et al., 2018). Therefore, in line with this resource-
based approach, universities must invest in developing these intangible resources as the
primary sources contributing to long-term institutional performance and competitiveness
(Jancenelle, 2021). The facts indicate that there is no suitable substitute for various intan-
gible elements inherent in human resources, such as human capital, knowledge and learn-
ing, creativity and innovation, abilities, and capabilities, which are a gift to universities
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together with the health and well-being of human resources (Martin-Sardesai & Guthrie,
2018).

However, many studies on human resource management and human capital in uni-
versities primarily examine this phenomenon at the aggregate (macro) level or institu-
tional human resource policies and practices. For example, Cricelli's et al. (2018) study on
universities in Colombia measures human capital using indicators such as the number of
full-time academic staff, expenditure on non-academic staff salaries, and the number of
students enrolled in Ph.D., Bachelor's, and specialization programs. Similarly, studies con-
ducted by Tjahjadi et al. (2019) on universities in Indonesia measure human capital using
indicators such as the academic and professional qualifications of educational and re-
search staff, scientific productivity, lecturer and researcher quality, graduate quality, pro-
fessional qualifications of administrative staff, teaching competence, research compe-
tence, human capital efficiency, teamwork skills, leadership skills, and training activities.
As a result, when the unit of analysis focuses on the macro level, the differences in human
capital characteristics among individuals are obscured (Morris et al., 2016). However, it is
precisely these individual differences that play a crucial role in determining university
performance. Therefore, in line with Morris et al.'s (2016) suggestion to explore the con-
cept of human resources at a more micro level, studies analyzing various intangible ele-
ments of human resources at the individual or micro level are needed. This situation also
aligns with many studies by scholars who explore human resources and human capital at
the micro level (Fulmer & Ployhart, 2014; Ployhart et al., 2014).

The question arises: what intangible elements of human capital will enhance univer-
sity performance? Some previous studies suggested that human capital can be viewed
from two dimensions (Aryee et al., 2016; Khoo & Lim, 2019; Lenihan et al., 2019; Osei et
al., 2019; Salman et al., 2020; Tajeddini & Martin, 2020). First, the competency dimension
consists of individuals' knowledge, skills, abilities, and capabilities. Second, the behav-
ioral dimension recognizes that individual traits do not provide value to the institution
unless they are utilized through work activities. Therefore, according to these previous
studies, human capital must consider both these elements because individuals must pos-
sess the necessary competencies to demonstrate their strengths in their work. This per-
spective aligns with the views of many experts who divide human capital into two main
elements: "Can Do" and "Will Do" elements (Coff & Rickley, 2021; Osei et al., 2019;
Ployhart et al., 2014). The "Can Do" element reflects the cognitive abilities of human re-
sources in the institution (Nyberg et al., 2014; Osei et al., 2019; Ployhart et al., 2014). Mean-
while, the "Will Do" element consists of characteristics closely related to the non-cognitive
aspect of an academic. It reflects their motivation to remain engaged in various activities
to achieve university goals and performance (Coff & Rickley, 2021; Osei et al., 2019).
Therefore, this study will explore and identify various intangible elements of specific hu-
man resources that determine performance achievements at the individual and university
levels. This is conducted to understand better the differences among each academic's re-
sources in terms of "Can Do" and "Will Do" elements. A better understanding of these
elements will assist universities in designing human resource development practices or
models that align with the developmental needs of each academic in helping the univer-
sity achieve its various functions and missions for the advancement of civilization and the
welfare of humanity.

2. Materials and Methods

The methodology employed in this study is qualitative research and is entrenched in
interpretivism, which acknowledges that individuals and their social contexts signifi-
cantly shape their experiences and perceptions (Djamba & Neuman, 2002). The rationale
for using qualitative methods is based on the context and objective of the study, which is
to explore and identify the essential “can do” and “will do” elements of human capital to
increase the university's performance. This approach allows exploration and comprehen-
sion of the meaning of individual actions, new insights, and the development of theories



Research and Development in Education (RaDEn), Vol. 4, No. 1, July 2024, pp. 428-449. https://doi.org/10.22219/raden.v4i1.32481

431 of 22

or models based on the observed patterns and themes in the data (Djamba & Neuman,
2002).

The study conducted 12 in-depth semi-structured face-to-face interviews to collect
data. Twelve academicians and experts from 4 public universities in Aceh who are expe-
rienced in managing human capital in university are involved (as detailed in Table 1).
Participants were chosen using a purposeful elite sampling method, selecting prominent
and highly knowledgeable individuals in the subject matter under investigation. These
experts are expected to have a deep understanding of the concepts and operations to
“shed light on the hidden elements” (Ebekozien et al., 2023) of the human capital element
in the university, which is relevant to the study’s objectives. The study reached data satu-
ration when no additional new insights emerged from the participants (Braun & Clarke,
2019). We emphasize that saturation is attained when no further evidence of new insights
exists.

Table 1. Summary of interviewees” description

No. Informant Code Position Expertise
1 101 Professor at Ar-Raniry State Islamic University  Islamic Studies and Islamic Human
(UIN) Banda Aceh Resource Development
5 102 Lecturer at Syiah Kuala University and Teuku ~ Human Resource Management
Umar University
3 103 Professor at Syiah Kuala University Management
4 104 Professor at Syiah Kuala University Human Resource Development and
Management
Professor at Ar-Raniry State Islamic University Islamic Studies and Islamic Human
5 105
Banda Aceh Resource Development
6 106 Professor at Malikussaleh University Economics and Development Planning
7 107 Professor at Syiah Kuala University Mechanical Engineering
8 108 Professor at Syiah Kuala University and Teuku Management
Umar University
9 109 Lecturer at Syiah Kuala University and Teuku  Economics and Development Planning
Umar University
10 10 Lecturer at Ar-Raniry State Islamic University =~ Islamic Studies and Islamic Human
and Universitas Muhammadiyah Aceh Resource Development
Executive Member of the National Accredita- ~ Organic Chemistry
1 1 tion Board for Higher Education, Ministry of
Education, Culture, Research, and Technology
of the Republic of Indonesia
Assessor of the National Accreditation Board Management
1> 2 for Higher Education, Ministry of Education,

Culture, Research, and Technology of the Re-
public of Indonesia

The semi-structured method was chosen for the interviews because it provides a bal-
ance between having a predetermined set of questions and allowing the participants to
freely express their views, experiences, and feelings to construct “what” happened and
“why” regarding the “can do” and “will do” element of human capital in university
(Djamba & Neuman, 2002; Ebekozien et al., 2023). This approach allows for a deeper ex-
ploration of the topics and ensures that sufficient information is gathered to address the
research problems and objectives of the study. To enhance the rigor and validity of the
findings, we used the same set of pre-established questions for all interviewees to mini-
mize researcher bias, increase generalizability, ensure consistency in data collection, and
facilitate systematic analysis (Buschle et al., 2022; Young et al., 2018). On the ethical front,
the participants were provided information about the paper’s objectives and willingly
consented to participate in the study (Ebekozien et al., 2023).
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The questions focused on the informant’s feelings and experiences as a human capital
practitioner or HRD expert in managing human capital. Informants were asked to reflect
on their understanding and experience of successfully managing and developing the gen-
eral condition of human capital element needed to perform effectively in university. The
examples of the questions included: Can you describe your role within the university and
how it relates to human capital development and performance enhancement? What is
your view on the current condition of universities’ human capital in Aceh? From your
perspective, what are the key “can do” factors that influence human capital performance
within the university setting? In your experience, how do these “can do” factors contrib-
ute to individual and organizational success within the university? Moving on to the “will
do” factors, from your perspective, what are the key “will do” factors that influence hu-
man capital performance within the university setting? In your experience, how do these
“will do” factors contribute to individual and organizational success within the univer-
sity? Can you provide examples of initiatives or strategies implemented within the uni-
versity to foster these “can do” and “will do” factors among faculty members and staff?
What do you believe are the key areas of focus for further enhancing human capital de-
velopment and performance within the university context?

The respondent’s responses to a series of questions were recorded. The audio record-
ing was then documented and exported into verbatim transcripts, and human transcrip-
tion was used to verify the accuracy of the verbatim transcript. We collected twelve doc-
uments; the most relevant ones are cited in the findings and discussion sections. The lim-
ited interview sample could be supplemented with a comprehensive literature review, as
applied in this study (Ebekozien et al., 2023). The transcripts were analyzed using the-
matic analysis (Braun & Clarke, 2019) to generate the codes. The data gathered from the
interviewees were subjected to manual analysis. We read and reviewed 12 transcript doc-
uments repeatedly to identify and establish themes and sub-themes (categories). To en-
hance the study's validity, we employed member checking, triangulation, and researcher
reflexivity (Creswell & Creswell, 2023).

3. Results

In analyzing the dimensions of human capital, this study focuses on the individual
or micro level. Analysis at the micro level is crucial for exploring the differences in human
capital characteristics in everyone at the university. The study argues that the variation in
various individual characteristics will have significant effects and implications on enhanc-
ing university performance and serve as determining factors for sustained competitive
advantage for the University.

3.1. The “Can Do” Element

Based on the analysis of interview findings, this study identifies two elements of hu-
man capital: the "can do" element and the "will do" element, along with various indicators,
as demonstrated in Table 2. Table 2 illustrates that the human capital at Universities in
Aceh is divided into two main elements: the "can do" element and the "will do" element.
The "can do" element represents the cognitive abilities of human resources within the in-
stitution (Aryee et al., 2016; Fulmer & Ployhart, 2014; Lenihan et al., 2019; Osei et al., 2019;
P. M. Wright et al., 2018). For Universities in Aceh, the "can do" element is the primary
competency that determines its operational effectiveness, particularly in the implementa-
tion process of Tridharma activities aimed at developing excellent human resources, re-
search and publication, and community service, aimed at supporting economic, political,
and social development in Aceh. This study identifies three main elements of the "can do"
human capital construct in Aceh universities: academic staff's knowledge and intellect,
expertise and skills, and experience. Knowledge and intellect are the first themes most
frequently mentioned by the study informants. All informants believe that knowledge
and intellect are crucial indicators that every university academic staff member must pos-
sess. This aligns with the viewpoint of Informant I1, who argued:
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“ At universities, lecturers must have good quality. We can see from the level
of knowledge and intellect they possess. They have up-to-date knowledge in
their expertise and understand teaching methods, transformation methods,
consistent teaching material content, research methods, and so on. I think this
is what will make us and our educational institutions good. Our institution
won't be good if it's not good.”

The viewpoint of I1 is also reinforced by the perspective of I5, who stated:

“We are concerned about the physical condition of the generation we leave
behind at universities. But what we fear more is their weak knowledge. Be-
cause knowledge is power, with knowledge, we can empower ourselves. This
is evident now; we in Aceh are lagging in science.”

This is quite reasonable, as universities are perceived as institutions where individu-
als with high knowledge and intellect gather, enabling them to conduct various
knowledge transfers, research, and community service activities and provide the latest
knowledge stock required for regional development. Knowledge is an individual's fun-
damental understanding of something, whether it be information or facts, principles, or
specific processes (Guo & Chen, 2022; Kuzminov et al., 2019; Marginson, 2019; Mohd Ali
et al., 2020; Scuotto et al., 2022). The knowledge possessed by these academic members
can consist of both general and specific knowledge tailored to their areas of expertise
(Dimov, 2017; Guo & Chen, 2022; Kuzminov et al., 2019).

Table 2. Human capital with various dimensions at universities in Aceh

Number of In-

No. Themes Informants Codes
formants
1. The “can do” elements
a. Knowledge and intellect  11; 12; I3; 14; 15; 16; 17; 18; 19; 1
110; I11; 112
b. Expertise and ability 11; 12; 13; 14; 15; 16; 17; 18; 19; 1
110; I11; 112
c. Experience 12;13; 14, 15; 17; 18; 111; 112 8
2. The “will do” elements
a. Personal Traits 11; 12; 13; 14; I5; 16; 17; 18; 110; 1
I11; 112
b. Achievement motivation 12;13; I4; I5; 16; 17; I8; 110; 112 9
c. Engagement with work 12; 13; 14; 15; I8; T12 6

and Institutions

Furthermore, the second theme frequently mentioned by the informants, which con-
stitutes one of the dimensions of "can do," is the level of expertise and skills. Expertise
refers to an individual's ability and capacity to apply knowledge and know-how to ac-
complish tasks and solve problems in various fields of work or their profession (Balles-
teros-Rodriguez et al., 2022; Hecklau et al., 2016; Kuzminov et al., 2019; Mohd Ali et al.,
2020). Meanwhile, skills are attributes of an individual who can perform well in specific
job tasks or work environments (Ballesteros-Rodriguez et al., 2022). This study finds that
the expertise and skills of an academic staff member are essential "can-do" elements that
must be developed and aligned with job demands and desired performance achieve-
ments. This aligns with the viewpoint of Informant I1, who stated:

“Personally, academic staff must have expertise and skills, strong mental for-
titude, not be easily discouraged, have strong methodology, and be profes-
sional. What does it mean to be professional? Well, if it's in economics, they
must understand economics and have a certification of expertise in
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economics. This certification indicates that they are an expert and proficient
in their field of expertise, their analytical abilities are good, they can solve
problems in economics, and so on.”

The same sentiment is also expressed by Informant 14, who holds the view:

“Human resources must be professional; they must have knowledge and ex-
pertise as well as competency to perform their work functionally and profes-
sionally because our performance demands are increasing.”

The views of these informants indicate that an academic staff member must be an
expert in their field of expertise, enabling them to perform every task functionally and
professionally, in line with the increasing job performance demands. Functionally and
professionally, expertise and skills are closely related to the technical competence of an
academic staff member. Technical competence refers to the knowledge, expertise, and
skills required by an academic staff member to fulfill their job duties and responsibilities,
leading to acceptable performance achievement in the workplace (Flores et al., 2020;
Hecklau et al., 2016). Additionally, the informants also emphasize the importance of their
methodological competence. Academics require methodological competence to solve
problems or make decisions regarding various issues they face in the workplace or the
execution of their job duties. This methodological competence encompasses all individual
abilities and expertise to solve problems and make decisions (Hecklau et al., 2016). An
academic staff member will operate in an increasingly complex and autonomous environ-
ment in line with their expertise.

Finally, the informants mention the importance of experience as the third factor shap-
ing the "can do" element of human capital for academic staff identified in this study. The
experience reflects the opportunities for academic staff to learn and transfer knowledge
from something general to a specific job (Aryee et al., 2016; Coff & Rickley, 2021; Dahiya
& Raghuvanshi, 2022; Guo & Chen, 2022; Marginson, 2019; Tripathi & Dhir, 2022). In the
workplace environment, an academic staff member accumulates experience through var-
ious engagements in numerous activities, such as holding positions within the university
structure, becoming experts, or holding positions in industry and government agencies.
Moreover, they may sometimes hold positions within the university structure while also
serving as experts in industry and government agencies. This aligns with the viewpoint
of Informant I3, who stated:

“As a lecturer, besides expertise and competence, they must have experience,
which can be seen from their track record in publications, seminars, and teach-
ing abroad. So that young lecturers will know the direction of their research,
their peer group is clear.”

This also aligns with the viewpoint of I11, who argues:

“So, if we look at the life journey of an academic, the challenges they face in
life, the experience of working with the public, many institutions, industries,
and government agencies, all of that will make the academic better than oth-
ers, in terms of their knowledge, expertise, and even their level of resilience
and perseverance in facing various life and work challenges.”

The views of various informants indicate that gaining experience from their involve-
ment in multiple activities within and outside the university significantly benefits aca-
demics in generating and enhancing specialized knowledge relevant to their expertise.
Their participation in various activities, such as holding positions within the university
structure, becoming experts, or gaining professional experience from one job to another,
or even from one sector to another, will enhance their specialized expertise and
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continuous critical knowledge in addressing various new problems that arise in their field
of expertise and work. Additionally, moving academics from one job and organization to
another will be critical in transferring and disseminating knowledge among individuals
across organizations. This will undoubtedly have implications for creating and maintain-
ing diverse knowledge networks throughout their careers (de Frutos-Belizon et al., 2019;
Jarlstrom et al., 2020), as well as implications for enhancing the career achievements and
performance of academics and institutions (De Vos et al., 2020; Mishra & McDonald,
2017).

3.2. The “Will Do” Element

In addition to factors related to the "can do" element, this study also identified ele-
ments of human capital related to the "will do" element. The "will do" element comprises
characteristics closely associated with the non-cognitive aspects of an academic staff mem-
ber. It reflects their motivation to remain engaged in various activities to achieve the goals
and objectives of the university (Coff & Rickley, 2021; Osei et al., 2019). This study found
three factors that describe the "will do" element of academic staff's human capital: per-
sonal traits, achievement motivation, and job and institutional engagement.

“As educators, we must possess competence, a sense of responsibility, good
attitudes and behavior, empathy and contextual sensitivity, excellent commu-
nication skills, and the ability to collaborate. These are the crucial elements
prioritized for development. I dare to argue that, indeed, it is the good per-
sonality traits that are paramount, only after which comes their scientific ca-
pacity or 1Q.”

The same sentiment is echoed by informant 112, who argues:

“I believe 80 percent of someone's success is determined by their soft skills,
not their hard skills. We all know everyone wants to be with good people, not
just smart people. Better here is not more intellect but more on personal, spir-
itual, and moral aspects. For that, we need to shape their beliefs, we need to
shape their personality, strong interactions, they can accept differences
openly, their individualism is less dominant, their communication is good,
and most importantly, they want to keep learning.”

The perspectives of various informants indicate that developing personal traits is
crucial for academics and other university human resources. This is especially important
in circumstances where universities in Aceh are facing various rapidly changing issues in
the work environment, with patterns of change that are irregular and disruptive, in this
era of the fourth industrial revolution. University academic members also need to deal
with various technologies in the fourth industrial revolution era, which will significantly
affect productivity and change the dimensions and conditions of work, educational sys-
tems, and skill requirements for each academic (Flores et al., 2020; Gleason, 2018; Li et al.,
2021). Indeed, all these conditions will cause individuals to feel very stressed and fatigued,
resulting in decreased motivation to behave and perform (Flores et al., 2020). Therefore,
various personal traits are essential for academics to adapt to these multiple demands for
change and to maintain good performance while balancing their personal and profes-
sional lives.

The second indicator from the "will do" element of academic human capital is
achievement motivation. Achievement motivation is an internal process that drives, di-
rects, and sustains an individual's behavior and effort toward achieving goals (Robbins &
Judge, 2024). Understanding what motivates an individual is critical to attaining institu-
tional performance (Robbins & Judge, 2024). The informants agree that achievement mo-
tivation is a crucial factor in the "will do" element of academic human capital that deter-
mines the excellence of academic achievement and universities in Aceh. Achievement
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motivation complements the "can do" element of university human capital, helping aca-
demics achieve established performance indicators. Informant I3 expressed this view-
point:

“Everyone has the desire, motivation, and enthusiasm to give their best for
their institution. Therefore, universities must facilitate this by creating a sup-
portive work environment and providing the resources they need to perform
their work effectively.”

Informant I4 also believes that:

“The task of HEISs is not only to allocate funds to enhance the qualifications of
human resources but also, importantly, to motivate them to perform their
best. They must be given autonomy in their work.”

The views of informants indicate that the motivation of academic staff to perform
continuously is a crucial factor in determining both personal and institutional perfor-
mance excellence. This is because individuals who are motivated to achieve will sustain
their efforts to deliver their best to the institution (Robbins & Judge, 2024). The presence
of achievement motivation will also drive academic staff to utilize all their resources,
thereby impacting their performance outcomes. Furthermore, this study also found the
importance of universities in Aceh to continuously enhance the intrinsic achievement mo-
tivation of its academic staff. In general, intrinsic motivation relates to the enjoyment and
pleasure derived from engaging in various activities at the university, such as satisfaction
and self-esteem, personal happiness, intellectual challenge, scientific and social contribu-
tion, and various non-financial factors (Ballesteros-Rodriguez et al., 2022). This is echoed
in the viewpoint of Informant 14, who stated:

“Most importantly, there should be recognition of the value of the lecturer's
work so that they are more motivated to perform.”

In line with Informant 14, Informant 112 argues:

“For me, what is very important is recognizing and appreciating each indi-
vidual's contribution to the institution. No matter how small the contribution,
we must appreciate it. This will boost their confidence and motivation.”

The views of these informants underscore the importance for universities in Aceh to
continuously intrinsically motivate academic staff to excel by assigning tasks that align
with their expertise. Additionally, universities must value and appreciate all their
achievements and contributions toward achieving the university's goals and performance
indicators. Regardless of the contribution's size, the university must acknowledge and
commend it. This approach will lead academic staff to perceive that the university values
them and that their contributions are crucial to achieving its performance and goals.

Lastly, the third factor of the "will do" element identified in this study is the individ-
ual engagement with work and the institution. The unique engagement with work and
the institution represents the ability to commit and utilize all personal resources and ex-
periences to effectively carry out tasks (Goyal & Patwardhan, 2021; Kaiser et al., 2021;
Mazzetti et al., 2023; Osei et al., 2019; Rahmadani & Schaufeli, 2022; van Tuin et al., 2021).
The findings of this study indicate that individual engagement with work and the institu-
tion is a crucial element of the "will do" human capital that determines the performance
achievement of academic staff at universities in Aceh. This aligns with the view of 12,
which states:
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“Daily, we spend more than 8 hours in the office and sometimes work until
late evening. Naturally, we will invest all our physical, cognitive, and emo-
tional energy and resources to work and make the best contributions to the
institution.”

Furthermore, Informant I8 also argues:

“Most importantly, of course, is how lecturers feel more comfortable in the
office than at home so they can work with enthusiasm and dedication.”

The perspectives of these informants indicate that individuals who are engaged and
committed to their work and institution will invest all their available resources, including
physical, experiential, emotional, and cognitive resources, into their work, thereby foster-
ing a strong psychological connection with their tasks. Academic staff members who have
a psychological connection with their work and institution will demonstrate this through
their behaviors in the workplace, such as working with enthusiasm dedication, and even
becoming deeply engrossed in their work. Academics who work enthusiastically will
have high energy and mental resilience in their tasks (Kaiser et al., 2021; Mazzetti et al.,
2023; Rahmadani & Schaufeli, 2022; van Tuin et al., 2021). This condition ultimately im-
pacts the enhancement of institutional performance (Goyal & Patwardhan, 2021). Based
on the diverse viewpoints discussed by these informants, it can be concluded that human
capital at universities in Aceh consists of two main elements: the "can do" element and the
"will do" element, as depicted in Figure 1.

Ih@ “Can-Do” The “Will Do"
elements alements
Personal Traits
Level of knowledge
and intellect
Uni ities” jeur
Level of expertise H mver(s;. E'St . H A Izihlz*r er;ients
uman Capita .
and capabilities Pt otivation
] Engagement with the
Fxperience job and institution

Y

University Performance
(education, research, &
community service activities)

Figure 1. Elements of human capital determining performance in universities in Aceh

Figure 1 depicts that the "can do" element of human capital consists of 3 factors:
knowledge and intellect, expertise and ability, and experience. Meanwhile, the "will do"
element also consists of 3 factors: personal characteristics and competence, achievement
motivation, and engagement with work and institution. Therefore, universities in Aceh
need to ensure that their human resources have various dimensions of human capital ad-
equately, whether in behavior, cognitive factors, or motivation to perform tasks effectively
in helping the institution achieve its goals.
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4. Discussion

The findings of this research have addressed the central question in this study, which
is related to the "can do" and "will do" elements of human capital that will impact univer-
sity performance. The results of this study indicate that the "can do" construct is formed
by three leading indicators: the level of knowledge and intellect of academic staff, exper-
tise and capabilities, and experience. Additionally, this study shows that the "will do" con-
struct is formed by three leading indicators: personal traits, achievement motivation, and
engagement to the job and institution. This suggests that universities in Aceh need to con-
tinuously improve all these human capital elements to ensure everyone has good self-
efficacy. Self-efficacy refers to the academic staff's confidence in completing tasks (Osei et
al., 2019). Considering the context of this study, every academic staff believes that they
have sufficient resources, whether in behavioral, cognitive, or motivational elements, to
perform tasks successfully (Blonder et al., 2022; Cardullo et al., 2021; Choong et al., 2020;
Matos et al., 2022). Human resources with high self-efficacy will express positive outcome
expectations as implications of their knowledge and behavior. This condition will lead to
their willingness to perform tasks well (Azila-Gbettor & Abiemo, 2021; Osei et al., 2019).

The level of knowledge and intellect is an essential indicator that every university
academic staff member must possess. This is reasonable because universities are per-
ceived as institutions where individuals with high levels of knowledge and intellect
gather, enabling them to conduct various knowledge transfer activities, research, and
community services, as well as being a source of the latest knowledge required for re-
gional development (Anggraini & El Pebrian, 2021; Lu, 2012; Ulum, 2019). Knowledge is
the fundamental understanding of something, whether information, principles, or specific
processes (Aryee et al., 2016; Guo & Chen, 2022). Academic staff must continuously de-
velop this knowledge and intellect to remain current and aligned with universities” job
requirements and development. An academic staff member is not only equipped with
knowledge as a general human capital upon entering and becoming a member of the uni-
versity, but it must continue to be built into specific human capital necessary to perform
specific tasks effectively and align with the needs of universities' development (Kuzminov
et al., 2019).

Meanwhile, it is commonly known that universities are places where knowledge and
its results are continuously produced to meet the needs of an ever-changing environment;
hence, specialized knowledge and human capital are essential (Capozza & Divella, 2019).
The level of intellect and current knowledge significantly determines their contribution to
the institution. In terms of teaching, they master scholarly substance in their field of ex-
pertise well, enabling them to teach and transfer knowledge effectively to students. A
good mastery of intellectual substance and current knowledge also greatly assists them in
various innovations to develop scholarship through research and publications, and most
importantly, the benefits they provide to the community through knowledge transfer to
aid in the economic improvement and welfare of the community in the area (Dimov, 2017;
Guo & Chen, 2022; Kuzminov et al., 2019). Therefore, increasing the level of knowledge
and intellect of academic staff becomes very important. It can be achieved through formal
education at higher levels. As more academic staff obtain doctoral education, it will un-
doubtedly have implications for improving educational and institutional performance.
The importance of the level of knowledge and intellect, then, makes it one of the perfor-
mance indicators of universities in Indonesia (BAN-PT, 2023). A university's performance
will be more outstanding when there is an increasing number of academic staff members
educated to the Ph.D. level and a growing number of academic staff members reaching
the positions of Senior Lecturer and Professor in their careers.

The second element of the "can do" dimension is the level of expertise and capabili-
ties. Expertise refers to an individual's ability and capacity to apply knowledge and know-
how to complete tasks and solve problems in various fields or professions (Ballesteros-
Rodriguez et al., 2022; Hecklau et al., 2016; Kuzminov et al., 2019; Mohd Ali et al., 2020).
On the other hand, capabilities are an attribute of an individual with which they can per-
form well in specific job tasks or work environments (Ballesteros-Rodriguez et al., 2022).



Research and Development in Education (RaDEn), Vol. 4, No. 1, July 2024, pp. 428-449. https://doi.org/10.22219/raden.v4i1.32481 439 of 22

The findings of this study indicate the importance of academic staff members being ex-
perts in their field of expertise so that they can perform every task functionally and pro-
fessionally, in line with the increasing demands of their job performance. Functionally and
professionally, expertise and capabilities are related to the technical competence of an ac-
ademic staff member. Technical competence is the knowledge, expertise, and skills re-
quired by an academic staff member to fulfill their job duties and responsibilities, leading
to a performance achievement acceptable in the workplace. This is consistent with the
views of Hecklau et al. (2016), who define technical competence as the skills and
knowledge required by an individual to perform various tasks that require agility, train-
ing, and experience. Therefore, technical competence is usually specifically trained by uni-
versities because of its fixed nature and limited to specific work environments, directly
impacting the operations of a university (Flores et al., 2020). For example, an academic
staff member must have good pedagogical expertise to teach. Similarly, when an academic
staff member conducts research and publications, they must be able to identify research
topics, writing skills, language domain, etc. (Ballesteros-Rodriguez et al., 2022). Further-
more, the expertise and capabilities of academic staff members in their field of expertise
are demonstrated by whether they have certification obtained from expert assessment in-
stitutions at the national and international levels. The more educated staff members with
expertise and capabilities recognized at the national and international levels, the more the
implications will lead to improved performance achievements and the position of univer-
sities. The importance of the level of expertise and capabilities then makes it one of the
performance indicators of universities in Indonesia (BAN-PT, 2023). A university's per-
formance will increase when there is an increasing number of academic staff members
with expertise and capabilities recognized nationally and internationally.

The final element of "can do" identified in this study is experience. The experience
reflects the opportunities for academic staff to learn and transfer knowledge from some-
thing general to a specific job (Aryee et al, 2016; Coff & Rickley, 2021; Dahiya &
Raghuvanshi, 2022; Guo & Chen, 2022; Marginson, 2019; Tripathi & Dhir, 2022). In a work
environment, an academic staff member gathers experiences through various engage-
ments in many activities, such as holding positions in university structures, becoming ex-
perts, or holding professional positions in industries and government agencies. Therefore,
gaining experience from their involvement in various activities within and outside the
university significantly benefits academic staff in generating and enhancing specialized
knowledge related to their expertise. Their participation in multiple activities, such as
holding positions in university structures, being experts, or gaining professional experi-
ence from one job to another, or even from one sector to another, will enhance their spe-
cific expertise and continuous critical knowledge in solving various new problems emerg-
ing in their field of expertise and work (Capozza & Divella, 2019; de Sivatte et al., 2019;
Lee, 2019; Tjahjadi et al., 2019).

Furthermore, moving academic staff from one job and organization to another will
also be critical in transferring and disseminating knowledge among individuals across
organizations. This will undoubtedly have implications for creating and maintaining di-
verse knowledge networks throughout their careers (de Frutos-Belizén et al., 2019;
Jarlstrom et al., 2020), and for enhancing academic staff and institutions' career achieve-
ments and performance (De Vos et al., 2020; Mishra & McDonald, 2017). Additionally, the
study findings also indicate that academic staff will gain experience from their involve-
ment in various projects at national and international levels, as well as various collabora-
tive research projects and consultations, both among fellow academic researchers with
other researchers within one university and from other universities, or between academic
researchers and researchers in government departments and industries. The study find-
ings are consistent with the views of Anggraini and El Pebrian (2021), Aryee et al. (2016),
and Cricelli et al. (2018) who concluded that any form of collaborative research activity
between researchers and other researchers or between researchers and researchers from
government departments and industries will enhance productivity.
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In addition to factors related to the "can do" element, this study has also identified
elements of human capital related to the "will do" aspect. The first indicator of the "will
do" element of academic human capital is personal traits. Personal traits are behavioral
characteristics and factors that differentiate one individual from another, such as motiva-
tion, attitudes, and social values (Guo & Chen, 2022; Liu & Liu, 2021; Mohd Ali et al., 2020;
Sung & Choi, 2014). These characteristics are inherent to an individual, making them dif-
ficult to measure and train (Aryee et al., 2016; Chadwick, 2017; Crocker & Eckardt, 2014).
According to informants, several factors have been identified as forming these individual
characteristics, such as motivation for continuous learning, having a sustainable mindset,
flexibility, ability to work under pressure, adaptability to ambiguity and change, compli-
ance, responsibility, and the ability to collaborate and compromise. Therefore, developing
personal characteristics is crucial for an academic and other human resource at universi-
ties, especially in the context where universities in Aceh are facing various rapidly chang-
ing issues in the work environment, with patterns of irregular and disruptive changes in
this era of the Fourth Industrial Revolution (Flores et al., 2020). Additionally, individuals
at university also need to deal with various technologies in the Fourth Industrial Revolu-
tion era, which will significantly affect productivity and change the dimensions and con-
ditions of work, education systems, and skill requirements for each academic (Akour &
Alenezi, 2022; Chaka, 2020; Flores et al., 2020; Saari et al., 2021). All these conditions can
cause significant stress and fatigue among academics and decrease motivation to perform.
Hence, various personal characteristics are essential for academics to adapt and be resili-
ent to these multiple demands for change and to maintain good performance while bal-
ancing personal and professional lives (Aheleroff et al., 2022; Suciu et al., 2023). Every
individual requires motivation for continuous learning, flexibility, the ability to work un-
der pressure, adaptability to change, compliance with rules, responsibility, collaboration,
and compromise to adjust. When academics are accustomed to change and flexibility, they
can easily accept changes in their work lives. The turnover in tasks and work often re-
quires flexible academics who can collaborate and compromise with the entire workforce
to fulfill changing job responsibilities effectively (Flores et al., 2020). These circumstances
enable academics to cope with various pressures, reduce fatigue at work, and balance
work and personal life, resulting in increased motivation to perform and help the institu-
tion achieve its goals (Suciu et al., 2023).

The second indicator of the "will do" element of academic human capital is achieve-
ment motivation. Achievement motivation is an internal process that drives, directs, and
maintains an individual's behavior and efforts toward achieving goals (Robbins & Judge,
2024). Achievement motivation is a complementary factor to the "can do" element of hu-
man capital, assisting academics in achieving performance indicators. This is because in-
dividuals motivated to succeed will sustain their efforts to give their best to the institution.
The presence of achievement motivation will also encourage academics to utilize all their
resources, thus impacting their performance outcomes. Therefore, when academics ex-
hibit low levels of achievement motivation, they tend to show lower performance levels,
even if they have good expertise and capabilities. Conversely, when academics are moti-
vated and interested in their job tasks, the difference in skills and expertise becomes more
critical in determining an individual's productivity and performance (Heng et al., 2020;
Kwiek, 2016). Thus, academics with high abilities will demonstrate higher performance
achievements. The individuals with high achievement motivation will continue to strive
and work hard, persistently maintaining their efforts to achieve success by focusing on
achievement-oriented activities and institutional goals. These findings are also reinforced
by the studies of Cricelli et al. (2018) and Ballesteros-Rodriguez et al. (2022), who view an
individual's motivation as a critical factor in determining individual and institutional per-
formance achievements. Moreover, the results of this study also highlight the importance
for universities in Aceh to continuously intrinsically motivate academics to excel by
providing job assignments aligned with their expertise. Universities must also value and
appreciate all their achievements and contributions towards achieving the university's
goals and performance indicators. Regardless of how small the contribution may be,
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universities must acknowledge and praise it. This will make academics perceive them-
selves as valuable to the university and their every contribution as crucial to their perfor-
mance achievements and goals. As a result, academically intrinsically motivated individ-
uals will undertake various job responsibilities such as teaching, conducting research and
publications, and serving the community as a calling (Compare et al., 2024; Jensen & Bro,
2018; Kools et al., 2023; Wilkesmann & J. Schmid, 2014). These academics will regard their
job calling as prestigious and their responsibility to contribute to science and society as far
more important than the high salary and promotions they receive (Compare et al., 2024).
These findings align with the study conducted by Ballesteros-Rodriguez et al. (2022),
which suggests that the intrinsic motivation of a scientist significantly determines the
productivity of their scientific output. In their research, Ballesteros-Rodriguez et al. (2022)
argue that academics with high academic expertise also have higher and more favorable
scores on intrinsic motivation than extrinsic motivation. In terms of expertise, they have
an excellent human capital profile and competence, such as the ability to identify research
topics, discuss them, and interpret their research findings. They may also have extensive
theoretical and methodological knowledge, identify relevant journals and publications in
their field, have a proactive perspective, and be receptive to criticism from others (Balles-
teros-Rodriguez et al., 2022).

Lastly, the third factor of the “will do” element identified in this study is the individ-
ual engagement with work and the institution. The unique engagement with work and
the institution represents the ability to commit and utilize all personal resources and ex-
periences to effectively carry out tasks (Goyal & Patwardhan, 2021; Kaiser et al., 2021;
Mazzetti et al., 2023; Osei et al., 2019; Rahmadani & Schaufeli, 2022; van Tuin et al., 2021).
Individuals who are engaged in their jobs and institutions will invest all their available
physical, emotional, and cognitive resources into their jobs, leading to a strong psycho-
logical connection with their tasks. Academics with this psychological connection with
their job and institution will reflect it in their workplace behavior, such as working with
enthusiasm and dedication and even getting absorbed in their work (Goyal &
Patwardhan, 2021; Heng et al., 2020; Mazzetti et al., 2023; Rahmadani & Schaufeli, 2022).
Academics who work enthusiastically will have high energy and mental resilience in per-
forming their tasks. Meanwhile, dedicated people will take pride in their contributions to
their work, leading them to immerse themselves joyfully in their tasks (Rahmadani &
Schaufeli, 2022). For this reason, Osei et al. (2019) believe that the affiliation of academics
with their work and institution is a crucial factor of the “will do” element of human capi-
tal. The findings align with Osei et al. (2019), who argue that academic engagement with
their work and institution will have high levels of energy, enthusiasm, mental health, and
resilience. This condition is a critical factor for individuals in performing challenging tasks
and assisting the university in achieving its goals. Moreover, this study also found that
individuals engaged in their jobs and institutions will identify themselves as inseparable
parts of the university (Mazzetti et al., 2023). Thus, they will not move to another univer-
sity. Conversely, academics are not engaged with their work, and universities will only
spend time enjoying the situation without enhancing their performance achievements.
Therefore, universities must treat academics well so that they become more engaged with
the university. This situation aligns with the findings of Osei et al. (2019), who suggest
that when individuals identify themselves with the institution and feel that they are part
of it, being part of it is a matter of pride and honor. They will be willing to immerse them-
selves and invest in every institution's activity (Osei et al., 2019). They will be committed
and put all their efforts into completing all tasks to achieve the best performance. Individ-
uals with these characteristics will be highly needed to engage and immerse themselves
in all institutional activities, especially for building human resources and contributing
positively to regional and national development through various educational programs,
research, publications, and community services. Conversely, when academics feel that
they do not have an engagement with the university because the university does not treat
them well, they will choose to leave or stay, but only to enjoy what is available at the
institution, with moderate performance achievements or none.
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5. Conclusions

This study demonstrates that human capital with both “can do” and “will do” ele-
ments is a crucial factor determining university performance. Human capital comprises
the stock of knowledge, expertise, capabilities, and other characteristics possessed by in-
dividuals at university, which serve as resources and capabilities to help them achieve set
performance goals satisfactorily, especially in accomplishing the Tridharma activities
(teaching, research, & community service) of Higher Education. The study focuses on the
individual or micro level, exploring the differences in human capital characteristics that
have implications for enhancing university performance and serve as determinants of
continuous competitive advantage. This study identifies two elements of human capital:
the “can do” element, which reflects the cognitive abilities of university human resources,
and the “will do” element, which indicates non-cognitive abilities and demonstrates the
motivation of academics to remain engaged in various activities to achieve university's
performance and goals. The “can do” element consists of three criteria: the level of
knowledge and intellect, the level of expertise and capabilities, and experience. Mean-
while, the “will do” element consists of personal traits, motivation for achievement, and
engagement with the job of the institution. Both elements of human capital determine the
excellence of the operational performance of the university in Aceh. Therefore, a univer-
sity in Aceh must ensure that its human resources have sufficient human capital, encom-
passing behavior, cognitive factors, and motivation to perform tasks effectively and assist
the institution in achieving its goals.

This study analyzes human capital at the individual or micro level. It is conducted to
understand better the differences in resources among each academic staff member regard-
ing the “can do” and “will do” elements. A better understanding of these elements will
assist the university in designing human resource practices or development models that
align with each academic staff member’s development needs. Therefore, an academic staff
member must continually enhance various intangible elements through skills training
practices, mentoring, coaching programs, and education up to the doctoral level. Univer-
sities must also continue developing academic staff with qualifications and competitive
advantages in a constantly changing environment. Universities can achieve this by
providing a comfortable learning environment for all academic staff to learn at the work-
place through well-designed mentoring and coaching programs so junior academic staff
can continue learning from their experienced seniors.

Although this study has contributed to the knowledge, thoughts, and empirical evi-
dence regarding the “can do” and “will do” elements of human capital, especially in the
context of public universities in Aceh, there are many other factors that have implications
for the performance of a university. For example, the complementary relationships and
interactions between intangible elements, tangible resources, and other university re-
sources, such as institutional culture, human resource management systems, etc. There-
fore, studies examining these variables are needed to provide a holistic understanding of
the determinants of university performance effectiveness. Additionally, this study used a
qualitative approach to identify the “can do” and “will do” elements of human capital
that determine the effectiveness of university performance in Aceh. To establish causal
relationships between the identified variables in this study, future research should use a
quantitative research approach or triangulation (mixed methods) combining qualitative
and quantitative research. Finally, this study was conducted only at a university in Aceh,
resulting in a minimal sample. This leads to limitations in external validity or generaliza-
bility of the study findings to other universities. Therefore, further research could be con-
ducted by expanding the study sample to generalize the findings.
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