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the developmental origins of moral and relational capabilities essential for
effective  organizational  participation, including cooperation,
responsibility, trustworthiness, and conflict resolution, remain
underexplored. This article addresses this gap by introducing the concept
of indigenous ethical capital, referring to culturally embedded moral and
relational dispositions cultivated through sustained participation in
communal social environments. The study aims to examine how informal
moral socialization during childhood contributes to human capital
development, drawing on Indonesian cultural practices such as gotong
royong (mutual cooperation), musyawarah (deliberative consensus-
building), and amanah (trustworthiness and responsibility). A reflexive
cultural-conceptual approach was employed to examine how communal
childhood interactions, including shared play, turn-taking, rule
negotiation, and peer correction, foster moral and relational dispositions
that contribute to human capital formation. The analysis integrated social
learning theory, virtue ethics, the sociology of childhood, social capital
theory, and human capital theory. The findings suggest that human capital
development is cumulative, socially embedded, and culturally situated,
with indigenous ethical capital serving as a complementary dimension that
facilitates the effective application of technical knowledge and skills. The
article concludes that human capital encompasses interconnected moral,
relational, and technical capabilities and that recognizing culturally
embedded developmental resources may strengthen human resource
development practices.
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INTRODUCTION

Human capital has traditionally been conceptualized as the knowledge, skills,
competencies, and productive capabilities embodied in individuals (Jibir et al., 2023). Classical
human capital theory emphasized the importance of investments in education, training, and
other forms of capability development for enhancing individual and societal productivity
(Becker, 1964; Schultz, 1961). Subsequent scholarship has expanded this perspective by
recognizing that human capabilities develop throughout the life course and are influenced by
diverse social environments (Heckman, 2006; Heckman & Mosso, 2014). Although formal
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education and workplace training remain essential, they are not the only contexts in which
individuals acquire capabilities relevant to their subsequent participation in economic,
organizational, and social activities.

An important yet relatively underexplored dimension of human capital development is
the early formation of moral and relational capabilities. Individuals enter educational
institutions, organizations, professions, and communities with dispositions shaped by previous
social experiences. Their abilities to cooperate, exercise self-regulation, negotiate differences,
respect others, assume responsibility, and maintain trust cannot be attributed exclusively to
formal education or organizational training. These capabilities also develop through sustained
participation in everyday social interactions, where individuals acquire the values and
behaviors necessary for constructive relationships (Bandura, 1977; Hitlin & Vaisey, 2013).

This perspective is particularly relevant because human capital has frequently been
examined primarily through economically productive knowledge and technical skills.
Although these competencies are fundamental, effective participation in contemporary
organizations and societies also requires interpersonal and ethical capabilities. Employees,
professionals, managers, entrepreneurs, and community members must demonstrate effective
communication, cooperation, sound judgment, conflict resolution, respect for shared norms,
and social responsibility. These attributes constitute essential dimensions of human capability
that contribute to organizational effectiveness and societal well-being (Kaptein, 2008; Treviiio
et al., 2000).

The formation of these capabilities begins before individuals enter formal organizational
environments. Childhood represents a critical developmental period during which individuals
encounter social expectations through interactions with peers, family members, and community
members. Activities such as cooperative play, turn-taking, negotiating rules, resolving
conflicts, compromising, and providing peer feedback create opportunities for children to
reconcile individual preferences with collective expectations. These interactions may foster
fairness, self-regulation, empathy, responsibility, cooperation, and mutual accountability
(Bredikyte & Brandisauskiene, 2023; Corsaro, 2005; Piaget, 1965; Pyle et al., 2022).

From this perspective, communal childhood environments can be conceptualized as
informal developmental institutions. Although these environments differ from formal
educational and training settings, they provide repeated opportunities for children to develop
and practice capabilities relevant to subsequent social and organizational participation. Moral
and relational dispositions emerge through everyday interactions, shared experiences, and
collective participation rather than exclusively through structured instruction (Gray, 2013;
Huizinga, 1955; Lambek, 2010; Sutton-Smith, 1997).

This article specifically examines communal childhood experiences within the
Indonesian cultural context. Indonesian communities have historically maintained diverse
cultural practices emphasizing cooperation, reciprocity, deliberation, responsibility, and
trustworthiness. Concepts such as gotong royong (mutual cooperation), musyawarah
(deliberative consensus-building), and amanah (trustworthiness and responsibility) illustrate
culturally embedded orientations toward collective responsibility and relational accountability.
However, these practices should not be interpreted as uniform characteristics of Indonesian
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society, given the country's substantial cultural and social diversity. Instead, they represent
context-specific examples of moral resources through which collective values and social
expectations may be transmitted across generations (Aryaningsih et al., 2024; Geertz, 1973).

Building on these perspectives, this article introduces the concept of indigenous ethical
capital, referring to culturally embedded moral and relational dispositions developed through
sustained participation in communal social environments. The term capital emphasizes the
potential value of these dispositions as transferable resources that individuals bring into
subsequent educational, social, organizational, and professional contexts. The term ethical
reflects their association with responsible conduct and relational accountability, while
indigenous highlights their cultural origins and contextual embeddedness without implying that
these values are universally shared across Indonesian communities (Bourdieu, 1986; Coleman,
1988; Granovetter, 1985; Kristjansson, 2015; MacIntyre, 2007; Putnam, 1993).

METHOD

This study employed a reflexive cultural-conceptual approach (Alvesson & Skoldberg,
2009) to examine how communal childhood practices, including shared play, turn-taking, rule
negotiation, and conflict resolution, contributed to the development of ethical and relational
capabilities relevant to human capital formation. The analysis focused on developing a
theoretically grounded interpretation of how early participation in communal social
environments fostered moral and relational dispositions.

The reflexive analysis examined four interconnected dimensions: communal interactions,
underlying social mechanisms, emerging moral and relational dispositions, and their
conceptual relationship to human capital development. These dimensions were interpreted as
a conceptual framework rather than an empirically tested causal model. The study developed
the concept of indigenous ethical capital to explain culturally embedded moral and relational
dispositions acquired through communal participation, drawing on Indonesian practices such
as gotong royong (mutual cooperation), musyawarah (deliberative consensus-building), and
amanah (trustworthiness and responsibility). The analysis integrated social learning theory
(Bandura, 1977), virtue ethics (Aristotle, 2000; Carr, 2014), the sociology of childhood
(Corsaro, 2005), social and cultural capital theories (Bourdieu, 1986; Coleman, 1988), and
human capital theory (Becker, 1964; Schultz, 1961) to establish a multidisciplinary theoretical
foundation for understanding the relationship between informal moral socialization and human
capital development.

RESULTS AND DISCUSSION
Human Capital Begins Before Formal Organizations

The first implication of the analysis is that human capital development begins before
individuals enter formal educational and organizational institutions. Human capital is often
discussed in relation to schooling, vocational training, professional development, and
workplace learning because these settings provide visible and structured mechanisms through
which knowledge and skills are acquired. However, the present analysis suggests that some of
the underlying capacities that later support effective learning, cooperation, communication,
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responsibility, and participation may begin to develop through much earlier forms of social
experience.

Organizations frequently invest in leadership development, teamwork, ethics training,
communication training, and professional development. These interventions are important
because they can strengthen and refine capabilities that individuals need to function effectively
within complex organizational environments. Nevertheless, such interventions occur after
individuals have already accumulated substantial developmental experience through family
relationships, peer interaction, community participation, schooling, and other social
environments. Organizational development therefore does not begin with an entirely
undeveloped individual; rather, it works with people who already bring particular dispositions,
habits of interaction, expectations, and relational capabilities formed through -earlier
experiences.

The present framework suggests that the foundations of some of these capabilities may
be established much earlier through informal socialization. Everyday experiences such as
learning to take turns, voluntarily yielding to others, negotiating disagreements, helping peers,
accepting correction, and participating in shared activities can provide repeated opportunities
to practice self-regulation, fairness, reciprocity, communication, responsibility, and
cooperation. Although these experiences may not resemble formal education or professional
training, they can constitute meaningful developmental environments in which moral and
relational capabilities are gradually practiced and reinforced.

This perspective also broadens the temporal understanding of human capital
development. Rather than viewing human capital as something acquired primarily when
individuals enter schools, universities, or workplaces, it can be understood as a cumulative
process in which different developmental environments contribute different forms of capability
over time. Early communal experiences may provide foundational dispositions; formal
education may expand knowledge and cognitive skills; professional training may develop
specialized competencies; and organizational experience may further refine leadership,
collaboration, decision-making, and problem-solving capabilities. These stages should
therefore be understood as potentially complementary rather than mutually exclusive.

This does not mean that childhood experience determines adult behavior. Human
development is shaped by multiple and interacting influences, including family relationships,
education, socioeconomic conditions, institutional environments, cultural change, individual
agency, and later life experiences. Early communal interaction should therefore be understood
as one developmental layer among many that may contribute to later capability formation rather
than as a direct or deterministic cause of adult outcomes.

The significance of this proposition lies precisely in its cumulative perspective. A
capability that appears highly relevant in an organizational setting may have a much longer
developmental history than is immediately visible. The capacity to cooperate with colleagues,
for example, may be strengthened through professional teamwork, but its underlying
foundations may also be related to earlier experiences of sharing, reciprocal adjustment, and
participation in collective activities. Similarly, professional accountability may be reinforced
through organizational systems, while dispositions toward responsibility may have been
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practiced much earlier through everyday expectations concerning commitments and
obligations.

Human capital should therefore be understood as cumulative and socially embedded. It
accumulates because capabilities can be developed, refined, and recombined across different
stages of life. It is socially embedded because individuals develop and exercise these
capabilities within relationships, institutions, communities, and cultural environments rather
than in isolation. From this perspective, formal education and organizational development
remain essential investments in human capital, but they represent particular stages within a
broader developmental process that begins well before individuals enter formal organizations.

The implication for human resource development is that organizations may benefit from
recognizing that the capabilities they seek to strengthen through training are not created from
nothing at the point of organizational entry. Individuals arrive with developmental histories
that include accumulated experiences of cooperation, conflict, responsibility, trust, self-
regulation, and social participation. Understanding these histories does not require
organizations to reproduce childhood socialization practices; rather, it encourages a more
developmental understanding of human capability in which workplace learning builds upon,
interacts with, and sometimes reshapes capabilities formed through earlier social environments.

The broader theoretical implication is that human capital development may be better
understood as a lifelong and layered developmental process rather than a sequence of isolated
investments in education and training. Indigenous ethical capital occupies an important
position within this process because it provides a conceptual mechanism through which
culturally embedded moral and relational experiences may become resources for later
capability development. In this sense, the development of human capital begins not when
individuals first enter a formal organization, but through the accumulation of experiences,
relationships, and practices that gradually shape how they learn, relate to others, regulate
themselves, and participate in collective life.

Ethical Capital as a Complement to Human Capital

The concept of indigenous ethical capital complements conventional human capital
theory by emphasizing the moral and relational dimensions of human capability. Human capital
i1s commonly associated with the knowledge, skills, education, experience, and competencies
that individuals accumulate and can subsequently mobilize in productive activities. While these
dimensions remain fundamental, the present framework suggests that the value of knowledge
and technical competence also depends partly on how individuals use those resources in
relation to other people and within collective environments.

Traditional human capital analysis often focuses on education, technical knowledge,
cognitive ability, occupational skills, and accumulated experience. These resources are
essential for enabling individuals to perform tasks, solve technical problems, innovate, and
contribute to economic and organizational activity. However, individuals rarely operate in
complete isolation. In most educational, professional, and organizational settings, knowledge
and skills must be communicated, coordinated, shared, and applied in situations involving other
people. The effective mobilization of human capital therefore also depends upon capacities for
cooperation, responsibility, communication, trust, self-regulation, and ethical judgment.
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An engineer, for example, may possess substantial technical knowledge but still require
cooperation, communication, accountability, and respect for shared responsibilities to
contribute effectively to a complex project. Engineering projects typically involve multiple
professionals whose expertise must be coordinated, and technical decisions may affect
colleagues, clients, communities, and other stakeholders. Technical competence can therefore
become more productive when it is accompanied by the relational capabilities necessary to
communicate decisions, coordinate tasks, respond to problems, and take responsibility for
consequences.

Similarly, a manager may possess strong analytical and strategic skills but also require
empathy, fairness, communication, and accountability to manage people responsibly.
Managerial effectiveness involves more than analyzing information or allocating resources.
Managers routinely interpret different perspectives, respond to employee concerns, negotiate
competing interests, provide feedback, make decisions affecting others, and maintain
relationships within teams. Moral and relational capabilities can therefore influence how
managerial knowledge is translated into responsible organizational practice.

A professional may likewise possess specialized expertise but must also maintain
trustworthiness and respect shared obligations. Professional relationships depend partly on
confidence that individuals will fulfill commitments, protect entrusted responsibilities,
communicate honestly, and act consistently with legitimate expectations. In such settings,
trustworthiness becomes more than a desirable personal quality; it functions as a relational
resource that can reduce uncertainty, facilitate cooperation, and support the continuity of
collective activity.

These examples illustrate that technical and moral-relational capabilities are not
necessarily separate or competing dimensions of human capability. Rather, they can operate in
complementary ways. Technical knowledge may determine whether an individual knows what
to do or how to perform a particular task, while moral and relational capabilities can influence
how that knowledge is communicated, coordinated, and applied within a social environment.
The distinction is therefore not between technical competence and ethical competence as
mutually exclusive forms of capital, but between different dimensions of capability that can
jointly contribute to effective participation.

From this perspective, indigenous ethical capital can be conceptualized as a supporting
layer of human capital development rather than a competing form of capital. Its role is to
provide moral and relational resources through which other forms of human capital can be
effectively mobilized. Fairness can support equitable judgment; self-restraint can support
responsible decision-making; empathy can facilitate perspective-taking and communication;
responsibility can strengthen accountability; reciprocity can support cooperation; and
trustworthiness can contribute to trust-building. These capabilities do not replace technical
knowledge, education, or professional expertise. Instead, they may strengthen the conditions
under which those resources can be used constructively.

This complementary relationship also helps clarify the meaning of ethical capital within
the present framework. The concept does not suggest that individuals possess a separate stock
of moral resources that can be measured independently of all other forms of human capability.
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Rather, it highlights a dimension of embodied human capability that becomes visible through
social interaction. Ethical capital is expressed through how individuals respond to others,
manage their own behavior, fulfill responsibilities, negotiate differences, and sustain
relationships. Its value therefore becomes particularly apparent in contexts where individual
action is interdependent with the actions of others.

The concept also expands the understanding of productivity itself. Productivity should
not be understood solely in terms of the amount of technical output produced by an individual.
In many contemporary organizations, productive performance depends on coordination,
knowledge sharing, trust, responsible decision-making, and the ability to work across
differences. An individual who can perform a technical task but cannot communicate
effectively or cooperate with colleagues may contribute less effectively to collective
performance than someone who can combine technical expertise with strong relational
capabilities. From this perspective, ethical and relational capabilities may contribute indirectly
but meaningfully to the effectiveness with which human capital is translated into collective
outcomes.

The same logic applies beyond organizations. In educational settings, students require
not only cognitive abilities but also self-regulation, cooperation, communication, and
responsibility to participate effectively in collaborative learning. In communities, individuals
require trust, reciprocity, accountability, and conflict-resolution capabilities to sustain
collective initiatives. In professional settings, ethical judgment and relational competence can
influence how specialized knowledge is applied in situations involving competing interests and
social consequences. Human capital development is therefore embedded within multiple
environments in which individuals must combine knowledge, skills, values, and relationships.

This perspective further suggests that investment in human capital should not be limited
to formal training in technical or occupational competencies. Educational institutions,
organizations, and professional development systems may also need to recognize the
importance of developing the relational conditions through which technical capabilities can be
effectively exercised. Such development does not necessarily require treating moral values as
a separate training category. Rather, fairness, accountability, cooperation, communication, and
responsible decision-making can be incorporated into everyday practices of learning,
teamwork, leadership, mentoring, and organizational participation.

The broader theoretical implication is that human capital can be understood as
multidimensional. Its cognitive and technical dimensions provide individuals with knowledge
and specialized abilities, while its moral and relational dimensions support the responsible and
effective mobilization of those abilities within social environments. Indigenous ethical capital
contributes to this broader understanding by drawing attention to the culturally embedded
experiences through which some of these moral and relational resources may be developed.

Thus, ethical capital should not be positioned as an alternative to conventional human
capital theory. Instead, it extends the theory by asking an additional question: not only what
knowledge and skills do individuals possess, but also what moral and relational capabilities
enable them to use those resources effectively and responsibly with others? This question
places human capability within its social and cultural context and provides a stronger
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conceptual basis for understanding how values, relationships, and capabilities may jointly
contribute to human capital development.
Human Capital as Moral and Relational Capability

The analysis also expands the meaning of capability within the human capital
perspective. Human capital is not only about what individuals know, what qualifications they
possess, or what they can technically accomplish. It is also about how individuals mobilize
their knowledge, skills, judgment, and experience in relation to other people and within the
social environments in which their activities take place. Capability therefore has both an
individual and a relational dimension: individuals may possess valuable competencies, but the
practical value of those competencies is partly realized through interaction, coordination, and
responsible participation.

This distinction becomes particularly important when considering the increasingly
collaborative and interdependent nature of contemporary organizations. Many forms of work
require individuals to coordinate activities, exchange knowledge, respond to changing
circumstances, and make decisions whose consequences extend beyond their immediate tasks.
Employees rarely operate as completely independent units. Their performance is frequently
connected to the performance of colleagues, teams, departments, clients, communities, and
other stakeholders. Under such conditions, the ability to work effectively with others becomes
an important component of productive human capability.

Team performance, for example, depends not only on the technical competence of
individual team members but also on communication, coordination, mutual adjustment, and
trust. Individuals must be able to communicate information clearly, listen to different
perspectives, respond to feedback, and adjust their actions when collective circumstances
change. A technically competent individual who cannot coordinate effectively with others may
have difficulty converting individual expertise into collective performance. Relational
capability therefore becomes part of the process through which individual human capital is
combined and transformed into collective capability.

Innovation similarly requires openness to different perspectives and the willingness to
engage with ideas that may initially challenge established assumptions. Creative and innovative
work often involves uncertainty, experimentation, disagreement, and revision. Individuals
must therefore be able to listen to alternative viewpoints, tolerate constructive disagreement,
communicate emerging ideas, and reconsider their own positions when new information
becomes available. The capacity to engage productively with difference can consequently
support the collective learning processes through which innovation develops.

Conflict resolution provides another illustration. Differences in priorities, interpretations,
interests, and responsibilities are common in organizational life. Effective conflict resolution
requires more than technical knowledge of organizational procedures. It also requires
communication, perspective-taking, patience, negotiation, self-regulation, and the willingness
to consider solutions that accommodate legitimate interests. These capacities enable
individuals to transform disagreement from a potential source of organizational disruption into
an opportunity for clarification, adjustment, and collective problem-solving.Ethical decision-
making likewise requires more than knowledge of formal rules. Individuals frequently
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encounter situations in which rules do not provide a complete or straightforward answer, or in
which different legitimate interests must be considered simultaneously. Responsible decision-
making may require individuals to recognize consequences, consider the interests of others,
evaluate competing obligations, exercise judgment, and accept accountability for their choices.
Moral capability therefore becomes relevant when individuals must determine not simply what
they can do, but what they ought to do within a particular relational and organizational context.

These examples demonstrate that many capabilities traditionally associated with
effective organizational participation are simultaneously moral and relational. Communication
involves recognizing that others have perspectives that deserve to be understood. Cooperation
involves reciprocal adjustment and contribution. Conflict resolution involves balancing
competing interests. Accountability involves accepting responsibility for the effects of one's
decisions. Trust-building involves consistency between commitments and actions. In each
case, technical competence may provide an important foundation, but the ability to exercise
that competence responsibly in relation to others adds another dimension of human capability.

The present framework therefore proposes that moral and relational capabilities should
not be treated as secondary or merely desirable personal characteristics. They can be
understood as substantive dimensions of human capability because they influence how
individuals learn, collaborate, make decisions, solve problems, and contribute to collective
objectives. Their importance becomes particularly visible when tasks are complex,
interdependent, and socially consequential. The more individuals depend upon one another, the
more significant these relational and moral dimensions of capability become.

This perspective also provides a direct connection between indigenous ethical capital and
contemporary human capital development. The moral and relational dispositions discussed
earlier—fairness, self-restraint, empathy, responsibility, reciprocity, trustworthiness,
cooperation, and accountability—can become practical capabilities when individuals
repeatedly enact them across different contexts. These capabilities may then support
communication, teamwork, leadership, conflict resolution, responsible decision-making, and
trust-building in later educational and organizational environments.

Consequently, a more comprehensive human capital perspective should recognize that
productive capability includes not only the capacity to perform tasks, but also the capacity to
act responsibly within social relationships. Productivity in this broader sense involves the
ability to combine knowledge and skills with judgment, cooperation, accountability, and
relational awareness. Such a perspective does not reduce human capital to morality, nor does
it suggest that technical competence is less important. Rather, it recognizes that technical and
relational capabilities often operate together in determining how effectively human knowledge
and skills can be translated into meaningful individual and collective outcomes.

This broader understanding also has implications for human resource development.
Training and development programs may strengthen technical expertise, but sustainable
capability development can also require opportunities for individuals to practice
communication, collaborative problem-solving, ethical judgment, feedback, conflict
management, and responsible decision-making. These capabilities are unlikely to be developed
fully through abstract instruction alone; they are strengthened through repeated participation in
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situations where individuals must coordinate with others, respond to consequences, and
exercise judgment.

The conceptual implication is therefore that human capital should be understood as
moral, relational, and technical capability combined within the individual and activated through
social participation. Knowledge and skills provide important resources for action, but moral
and relational capabilities influence how those resources are mobilized, coordinated, and
applied. This formulation extends the conventional understanding of human capital by
recognizing that the productive potential of individuals is embedded within relationships and
shaped by the capacity to act responsibly within them.

From this perspective, human capital development is not simply the accumulation of
what individuals know or can do. It is also the gradual development of how individuals learn,
cooperate, communicate, deliberate, regulate themselves, assume responsibility, and use their
knowledge in relation to others. This broader conception provides a stronger theoretical
connection between early informal moral socialization, indigenous ethical capital, and the
development of human capabilities that remain relevant throughout educational, professional,
organizational, and community life.

The Cultural Embeddedness of Human Capital

The analysis further challenges the assumption that human capital development is
culturally neutral. Although human capital theory commonly emphasizes investments in
education, training, knowledge, skills, and experience, the processes through which individuals
develop the capacity to use these resources are embedded within particular social and cultural
environments. Individuals do not acquire capabilities in a cultural vacuum. From early
childhood onward, they encounter expectations concerning how people should cooperate,
respond to others, fulfill responsibilities, manage disagreement, and participate in collective
life.

Formal educational and organizational systems may use standardized competency
frameworks, assessment criteria, and professional development models, but the socialization
through which individuals initially develop relational dispositions is culturally embedded.
Before individuals encounter formal definitions of teamwork, leadership, accountability, or
professional ethics, they may already have experienced informal expectations concerning
sharing, reciprocity, responsibility, respect, and trust. These early experiences can provide
interpretive resources through which later institutional expectations are understood and
enacted.

People learn what constitutes appropriate cooperation, responsibility, respect,
reciprocity, and accountability within particular social environments. Such learning does not
necessarily occur through explicit instruction. It may emerge through observation,
participation, feedback, correction, negotiation, and repeated interaction with family members,
peers, neighbors, and other members of a community. In this sense, culture operates not only
through formally articulated values but also through everyday practices that make particular
forms of behavior appear appropriate, expected, or meaningful.

This perspective is important because the same competency may be expressed differently
across social and cultural contexts. Cooperation, for example, may be formally defined in
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organizational competency frameworks as the ability to work effectively with others. Yet the
everyday meaning of cooperation may be shaped by prior experiences of mutual assistance,
collective responsibility, reciprocity, or shared decision-making. Similarly, accountability may
be formally associated with performance standards and organizational procedures, while
individuals may also understand responsibility through culturally embedded expectations
concerning obligations toward others.

The cultural dimension does not imply that moral capabilities are entirely culture-
specific. Fairness, cooperation, responsibility, trustworthiness, empathy, and respect for others
may have broad relevance across societies because collective life generally requires individuals
to coordinate their behavior with others. What may differ is how these capabilities are
interpreted, taught, practiced, reinforced, and integrated into everyday social relationships. The
same broad capability can therefore have different cultural expressions without losing its wider
human relevance.This distinction helps avoid two opposing assumptions. The first is that
human capabilities are completely universal and can therefore be developed through identical
institutional processes regardless of cultural context. The second is that moral and relational
capabilities are so culturally specific that meaningful comparison across societies becomes
impossible. The present framework adopts a position between these extremes. It recognizes the
broad relevance of particular human capabilities while emphasizing that their developmental
pathways and everyday expressions are shaped by culturally situated practices.

From this perspective, culture can be understood as part of the developmental
environment in which human capital is formed. It provides patterns of meaning, expectations,
relational norms, and opportunities for participation through which individuals learn how to
behave with and toward others. These cultural resources do not mechanically determine
individual behavior. Rather, they provide social conditions within which individuals interpret
experiences, exercise agency, negotiate expectations, and develop particular ways of
responding to social situations.

The concept of indigenous ethical capital is particularly relevant to this argument because
it draws attention to moral and relational resources that may remain invisible when human
capital is understood primarily through standardized institutional categories. A competency
framework may identify communication, teamwork, leadership, or accountability as desired
capabilities, but it may provide less insight into the culturally situated experiences through
which individuals initially develop the dispositions that support these capabilities. Indigenous
ethical capital provides a conceptual language for examining this developmental layer.

The Indonesian context illustrates this point without requiring the assumption of cultural
uniformity. Practices associated with gotong royong, musyawarah, and amanah, for example,
can provide culturally meaningful contexts in which cooperation, deliberation, responsibility,
reciprocity, and trustworthiness are practiced. These practices should not be interpreted as fixed
representations of Indonesian society or as evidence that all individuals experience them in the
same way. Rather, they illustrate how culturally situated social practices may provide
developmental resources through which broader moral and relational capabilities can be
cultivated.
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The relevance of cultural embeddedness becomes particularly important in contemporary
organizations that increasingly operate across regions, cultures, and national boundaries.
Employees may enter the same organization with different developmental histories and
different understandings of cooperation, authority, responsibility, communication, and conflict.
Recognizing cultural embeddedness can therefore support a more nuanced understanding of
why individuals may express apparently similar competencies through different interactional
patterns. It can also help organizations avoid interpreting cultural variation automatically as a
deficiency in capability.

At the same time, cultural embeddedness does not mean that organizations should
abandon shared standards. Professional organizations still require common expectations
concerning safety, integrity, accountability, performance, and responsible conduct. The
challenge is to distinguish between the universal or broadly shared purpose of a capability and
the culturally situated ways through which that capability may be learned and expressed.
Human resource development can therefore combine common institutional expectations with
sensitivity to the cultural resources that individuals bring into the organization.

Consequently, human capital development can benefit from recognizing culturally
situated developmental resources rather than relying exclusively on standardized institutional
interventions. Formal training remains important, but its effectiveness may be enhanced when
it connects with existing patterns of meaning, social experience, and relational practice. Rather
than assuming that all capabilities begin with formal instruction, educators and organizations
can recognize that individuals arrive with accumulated developmental histories that shape how
they interpret and respond to new learning environments.

This perspective also has implications for the design of human resource development
interventions. Programs concerned with teamwork, ethical decision-making, leadership,
communication, or organizational responsibility may become more meaningful when they
acknowledge the social and cultural experiences through which participants have previously
encountered these concepts. Such an approach does not require organizations to privilege one
cultural tradition over another. Instead, it encourages the recognition that effective capability
development involves interaction between formal institutional expectations and the cultural
resources individuals already possess.

The broader theoretical implication is that human capital is not only cumulative, moral,
and relational, but also culturally embedded. Human capabilities develop through interactions
among individuals, institutions, communities, and cultural environments. Knowledge and
technical skills may be formally certified, but the ways in which individuals communicate,
cooperate, exercise responsibility, build trust, and respond to others are also shaped by
accumulated social experience.

Thus, understanding human capital requires attention not only to what individuals
acquire, but also to where, through which relationships, and within what cultural environments
their capabilities are formed. Indigenous ethical capital contributes to this broader perspective
by making visible the culturally situated moral resources that can complement formal
investments in education, training, and organizational development. Human capital
development can consequently be understood as a process in which universal aspirations for
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competence and responsible participation are continually shaped by the particular social and
cultural environments in which people learn to become capable participants in collective life.
From Community to Organization

The conceptual pathway proposed in this article also creates a bridge between community
studies and organizational behavior. Community environments and organizations are often
examined as distinct social domains, with childhood and communal life positioned primarily
within developmental or sociological discussions and organizational behavior positioned
within management and workplace research. The present framework suggests that these
domains can be conceptually connected by examining how moral and relational capabilities
developed through earlier social participation may become relevant when individuals
subsequently enter formal educational and organizational environments.

The child who learns to wait for others develops opportunities to practice self-regulation
and to recognize that participation must sometimes be coordinated with the interests of others.
Through repeated turn-taking, the child may become increasingly familiar with regulating
immediate preferences while maintaining participation in a shared activity. What appears to be
a simple childhood practice can therefore provide an early context for developing a capability
that later becomes relevant to teamwork, patience, procedural fairness, and responsible
participation.

The child who negotiates rules develops opportunities to practice communication,
deliberation, perspective-taking, and compromise. Negotiating how a game should be played
requires children to articulate preferences while listening to competing views and considering
arrangements that allow collective activity to continue. These experiences may provide early
practice in managing differences through communication rather than relying exclusively on
authority or unilateral decision-making.

The child who voluntarily yields develops opportunities to practice restraint and
consideration for others. Giving another participant an opportunity, sharing limited resources,
or temporarily accepting a less preferred position requires the individual to regulate personal
interests in recognition of another person's legitimate participation. Such experiences may
contribute to the development of dispositions that later support accommodation, cooperation,
and the management of competing interests in collective environments.The child who resolves
disputes develops opportunities to practice conflict-management capabilities. Disagreements
over rules, participation, leadership, or fairness can require children to explain their positions,
listen to others, reconsider their assumptions, and seek workable solutions. Repeated exposure
to such situations may strengthen the capacity to remain engaged in relationships despite
disagreement, a capability that can become increasingly important as individuals participate in
more complex educational, professional, and organizational settings.

These examples illustrate a broader developmental process. Individual practices that
initially occur within relatively small communal interactions can provide repeated
opportunities for individuals to develop moral and relational dispositions. When such
dispositions become increasingly embodied and are enacted across different situations, they
may develop into capabilities that individuals carry into later environments. The transition from
community to organization is therefore not a transition from one completely unrelated
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developmental world to another; rather, it can be understood as a movement between social
environments in which previously developed capabilities are further tested, refined, reinforced,
or sometimes transformed.

The individual who repeatedly practices these behaviors may therefore enter later
organizations with dispositions that facilitate cooperation and responsible participation. Such
dispositions may influence how individuals respond to colleagues, interpret shared
expectations, manage disagreement, accept responsibility, communicate with others, and
participate in collective decision-making. They may also influence how individuals receive
feedback and adjust their behavior when their actions affect other members of a team.

This perspective provides a useful connection to organizational behavior because
organizations depend not only on formal structures and incentives but also on patterns of
interpersonal interaction. Organizational life involves trust, cooperation, communication,
conflict, leadership, coordination, and informal expectations. Individuals bring prior social
experiences into these environments, and those experiences may shape the ways in which they
initially interpret and respond to organizational relationships. At the same time, organizational
environments can reinforce, challenge, or reshape previously developed dispositions through
leadership practices, organizational culture, reward systems, peer relationships, and formal
rules.

This reciprocal relationship is important. The framework does not suggest that
capabilities formed in childhood remain unchanged throughout life. Instead, it proposes that
development is cumulative and interactive. Early social experiences may provide an initial
repertoire of dispositions and relational responses, while later educational, professional, and
organizational experiences provide new opportunities for learning and adaptation.
Organizational participation can therefore become another developmental environment in
which moral and relational capabilities are strengthened, modified, or reconsidered.

This does not imply a deterministic relationship between childhood and adult
organizational behavior. Organizational cultures, education, leadership, incentives,
professional norms, socioeconomic conditions, institutional structures, and individual
experiences continue to shape behavior throughout the life course. Individuals also possess
agency and may actively reinterpret or reject expectations encountered in earlier environments.
The relationship between early socialization and later organizational behavior should therefore
be understood as developmental and probabilistic in a broad conceptual sense, rather than as a
fixed causal sequence.

Rather, the argument is that organizations inherit individuals whose capabilities have
partly developed through social environments that precede organizational entry. Organizations
do not receive individuals as entirely blank developmental subjects. Employees arrive with
accumulated experiences of cooperation, responsibility, trust, conflict, negotiation, self-
regulation, and social participation. These experiences form part of the developmental history
through which individuals interpret organizational expectations and engage with colleagues
and collective tasks.

This observation has implications for organizational behavior and human resource
development. If some relational capabilities have developmental histories that extend beyond
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the workplace, organizational interventions can be understood as processes of continuing
development rather than the creation of capabilities from nothing. Leadership training,
teamwork programs, ethics initiatives, mentoring, and professional development may
strengthen existing dispositions, introduce new behavioral expectations, or help individuals
reinterpret capabilities within new organizational contexts.

The community-to-organization connection also suggests that organizations may benefit
from viewing employees more holistically. Human capability is not produced exclusively by
formal organizational systems. Employees bring with them social histories, cultural resources,
moral dispositions, and relational experiences that can influence how they participate in
organizational life. Recognizing these developmental histories does not require organizations
to make assumptions about individuals based on their cultural or childhood backgrounds.
Instead, it encourages attention to the broader social processes through which capabilities are
formed and continually reconstructed.

The broader theoretical contribution is therefore to connect community-based
socialization, human capital development, and organizational behavior within a single
developmental framework. Communal practices provide early opportunities for moral and
relational learning; indigenous ethical capital represents the accumulated moral and relational
resources emerging from such experiences; and later educational and organizational
environments provide contexts in which these resources may be enacted and further developed.
The conceptual pathway can consequently be expressed as:

From Community Roots to a More Capable Society

A Developmental Pathway from Indigenous Ethical Capital to Human Capital Development

Living
together |

Informal Moral Socialization ~ Examples:

Learning
through
experience

Key elements:

Moral and Relational Dispositions
Intemalizing A 5
d

v

3 + . ¢

il ’ Indigenous Ethical Capital ¢
rooted ]

resources 2 d

-

Putting
values into
action

Examples:

Entering

new
environments

Stronger People. Stronger Communities

A Brighter Tomorrow
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From this perspective, the boundary between community development and
organizational development becomes more permeable. The capabilities that organizations seek
to cultivate through formal interventions may have developmental roots in social experiences
Contemporary Social Transformation and the Changing Architecture of Moral Learning

This article argues that the developmental environments shaping children's moral and
relational capabilities are undergoing substantial transformation due to technology,
urbanization, changing family structures, and evolving community interaction patterns. Since
these capabilities partly develop through social participation, changes in the structure of
everyday interaction also reshape the opportunities through which they are practiced.

Digital technology has altered how children communicate and collaborate—offering new
opportunities for connection, creativity, and cross-boundary collaboration, but differing from
physical interaction in spontaneity, embodied cues, and real-time negotiation. This isn't framed
as "good" physical vs. "bad" digital interaction, but as a difference in developmental
affordances; digital spaces may foster new forms of reciprocity and responsibility while
introducing challenges like anonymity and reduced social cues. Urbanization has similarly
reduced children's access to spontaneous outdoor play and unsupervised peer negotiation,
though structured urban settings (schools, extracurriculars, community organizations) can offer
alternative, comparable opportunities for cooperation and responsibility.The article cautions
against interpreting these shifts as evidence of moral decline, since that assumes old interaction
forms were uniformly beneficial and new ones inherently deficient. Instead, it proposes that
the "social architecture of moral learning"—the relationships, spaces, technologies, and
practices through which people observe, participate, negotiate, and take responsibility—is
changing, altering the pathways through which capabilities are practiced rather than
eliminating them.

For human capital development, the key question isn't whether to restore traditional
childhood practices, but whether contemporary environments (digital, educational,
community) offer functionally comparable opportunities for developing cooperation, self-
regulation, empathy, and conflict resolution. This reframes "indigenous ethical capital” as
dynamic rather than static—culturally embedded but adaptable, combining inherited values
with new social conditions.The article closes by outlining a research agenda: examining how
moral-relational capabilities develop across physical, digital, and hybrid environments;
comparative and longitudinal studies on how early experiences of cooperation and
responsibility are reinforced or transformed over time; and qualitative research on children's
own interpretations. Ultimately, it argues human capital development depends on families,
institutions, and digital environments continuing to create meaningful spaces for interaction,
trust-building, and shared responsibility—even as the specific forms these opportunities take
continue to evolve.

CONCLUSION

This article concludes that communal childhood interactions provide a socially
embedded developmental context in which moral and relational capabilities are cultivated and
subsequently contribute to human capital development. Human capabilities are shaped not only
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by formal education and professional training but also by everyday social experiences
involving cooperation, negotiation, self-regulation, conflict resolution, and collective
responsibility. These experiences establish an important developmental foundation that
precedes and complements subsequent investments in formal education and professional
development.

The concept of indigenous ethical capital provides the central theoretical framework for
understanding how culturally embedded moral and relational dispositions emerge through
communal childhood practices, including shared play, turn-taking, voluntary compromise, rule
negotiation, peer correction, and conflict resolution. The proposed conceptual framework
connects communal childhood environments, informal moral socialization, indigenous ethical
capital, moral and relational capabilities, and human capital development. Rather than
representing a deterministic causal sequence, this framework describes a developmental
process in which early moral and relational dispositions may be reinforced, modified, or
redirected through formal education, institutional environments, and subsequent life
experiences.

This article contributes to human capital scholarship by emphasizing the social, moral,
and cultural foundations of human capabilities alongside formal knowledge and technical
skills. Within the Indonesian context, cultural practices such as gotong royong (mutual
cooperation), musyawarah (deliberative consensus-building), and amanah (trustworthiness and
responsibility) illustrate how communal participation may foster ethical and relational
capabilities without assuming cultural uniformity across Indonesian society. The findings
further highlight developmental continuity across community, educational, and organizational
environments, suggesting that individuals enter formal institutions with previously cultivated
moral and relational dispositions that may influence their subsequent learning, professional
behavior, and organizational participation.

FUNDING
The authors declare that no financial support or external funding was received for the
research, authorship, and/or publication of this article.

CONFLICT OF INTEREST
The author states that this research was conducted without any commercial or financial
relationship that can be interpreted as a potential conflict of interest.

AUTHOR CONTRIBUTION

Author 1 and Author 2 contributed to the conceptualization, theoretical development,
literature synthesis, and analytical interpretation of the study. Both authors participated in
drafting, reviewing, and revising the manuscript, approved the final version for publication,
and agreed to be accountable for the integrity and accuracy of the work.

Available online a https://devotion.greenvest.co.id/index.php/dev 1237



B.M.A.S. Anaconda Bangkaral * Thsan Hadiansah’

GENERATIVE ARTIFICIAL INTELLIGENCE USAGE STATEMENT

The authors declare that generative artificial intelligence (Al) tools were used solely to
assist in improving the clarity, language, and grammatical structure of the manuscript.
Generative Al was not used to generate the conceptual arguments, theoretical analysis,
analytical findings, or scholarly conclusions presented in this study. All Al-assisted content
was critically reviewed and verified by the authors, who retain full responsibility for the
accuracy, originality, integrity, and final content of the manuscript.

REFERENCES

Alvesson, M., & Skoldberg, K. (2009). Reflexive methodology: New vistas for qualitative
research (2nd ed.). Sage.

Aristotle. (2000). Nicomachean ethics (R. Crisp, Trans.). Cambridge University Press.

Aryaningsih, M., Wardana, A., & Sheikh, K. S. (2024). Cooperation, mutual respect, and
societal commitment: Meanings of gotong-royong in Indonesian social studies school-
textbooks.  International  Journal  of  Social  Learning,  5(1), 59-72.
https://doi.org/10.47134/ijs1.v511.297

Bandura, A. (1977). Social learning theory. Prentice-Hall.

Becker, G. S. (1964). Human capital: A theoretical and empirical analysis, with special
reference to education. University of Chicago Press.

Bourdieu, P. (1986). The forms of capital. In J. G. Richardson (Ed.), Handbook of theory and
research for the sociology of education (pp. 241-258). Greenwood.

Bredikyte, M., & Brandisauskiene, A. (2023). Pretend play as the space for development of
self-regulation: Cultural-historical perspective. Frontiers in Psychology, 14, Article
1186512. https://doi.org/10.3389/fpsyg.2023.1186512

Carr, D. (2014). Educating the virtues: An essay on the philosophical psychology of moral
development and education. Routledge.

Coleman, J. S. (1988). Social capital in the creation of human capital. American Journal of
Sociology, 94, S95-S120. https://doi.org/10.1086/228943

Corsaro, W. A. (2005). The sociology of childhood (2nd ed.). Pine Forge Press.

Geertz, C. (1973). The interpretation of cultures. Basic Books.

Granovetter, M. (1985). Economic action and social structure: The problem of embeddedness.
American Journal of Sociology, 91(3), 481-510. https://doi.org/10.1086/228311

Gray, P. (2013). Free to learn: Why unleashing the instinct to play will make our children
happier, more self-reliant, and better students for life. Basic Books.

Heckman, J. J. (2006). Skill formation and the economics of investing in disadvantaged
children. Science, 312(5782), 1900—1902. https://doi.org/10.1126/science.1128898
Heckman, J. J., & Mosso, S. (2014). The economics of human development and social
mobility. Annual Review of Economics, 6, 689-733. https://doi.org/10.1146/annurev-

economics-080213-040753

Hitlin, S., & Vaisey, S. (2013). The new sociology of morality. Annual Review of Sociology,
39, 51-68. https://doi.org/10.1146/annurev-soc-071312-145628

Huizinga, J. (1955). Homo ludens: A study of the play-element in culture. Beacon Press.

Jibir, A., Abdu, M., & Buba, A. (2023). Does human capital influence labor productivity?
Evidence from Nigerian manufacturing and service firms. Journal of the Knowledge
Economy, 14(2), 805-830.

Available online a https://devotion.greenvest.co.id/index.php/dev 1238



B.M.A.S. Anaconda Bangkaral * Thsan Hadiansah®

Kaptein, M. (2008). Developing and testing a measure for the ethical culture of organizations:
The corporate ethical virtues model. Journal of Organizational Behavior, 29(7), 923—
947. https://doi.org/10.1002/j0b.520

Kristjansson, K. (2015). Aristotelian character education. Routledge.

Lambek, M. (Ed.). (2010). Ordinary ethics: Anthropology, language, and action. Fordham
University Press.

Maclntyre, A. (2007). After virtue: A study in moral theory (3rd ed.). University of Notre Dame
Press.

Piaget, J. (1965). The moral judgment of the child. Free Press.

Putnam, R. D. (1993). Making democracy work: Civic traditions in modern Italy. Princeton
University Press.

Pyle, A., Danniels, E., Larsen, N. E., & Martinussen, R. (2022). Supporting children's self-
regulation development in play-based kindergarten classrooms. International Journal of
Educational Research. https://doi.org/10.1016/j.ijer.2022.102059

Schultz, T. W. (1961). Investment in human capital. The American Economic Review, 51(1),
1-17.

Sutton-Smith, B. (1997). The ambiguity of play. Harvard University Press.

Trevifo, L. K., Weaver, G. R., & Reynolds, S. J. (2006). Behavioral ethics in organizations: A
review. Journal of Management, 32(6), 951-990.
https://doi.org/10.1177/0149206306294258

Available online a https://devotion.greenvest.co.id/index.php/dev 1239



