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Abstract

In today’s fast changing environment, where the globalization is taking place everywhere, it is

a challenge for organizations to be remaining competitive in market. Human capital is one of

biggest source of competitive advantage for organizations that cannot be easily imitated by

other organizations while other capitals like structural or financial capital can be copied easily.

In todays’ era, the pace of interest in human capital, social capital and organizational

performance is gaining   momentum around the globe. Impact of human capital on

organizational performance has been tested. Mediating role of social capital in between human

capital and organizational performance has also been tested; but moderating role of social

capital in between human capital and organizational performance is still under-examined

phenomenon. Therefore, this thesis provides an original contribution to the existing literature.

This study contributes to the existent literature by investigating the impact of human capital on

job satisfaction, career satisfaction and life satisfaction of employees which are important

indicators of organizational performance in service sector of Pakistan; especially banking and

education industry. Moderating role of social capital in between human capital and

organizational performance is also tested. Data has been collected through structured

questionnaire and interviews from faculty member  of  universities, and officer grade rank

employees of banking industry from five major cities of Punjab, Pakistan. Different statistical

tools such as Correlation analysis, Confirmatory factor analysis, Structural Equation Modeling

and Hierarchical Regression Analysis have been applied for analyzing the data. The findings of

the study provided considerable support for the hypothesized relationships between overall

human capital and organizational performance. Regarding moderating effects, the results

provided strong  support for hypothesis that social capital does moderate the relationship

between human capital and organizational performance.   This thesis opens new horizons of

future research.  The findings have significant implications for service sector.

Keywords: Human Capital, Social Capital, Banking Industry, Educational Industry, Life

Satisfaction, Job Satisfaction, Career Satisfaction
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CHAPTER 1 

Introduction 

In this chapter, researcher is going to discuss about background of study, brief description of 

individual variables of study, problem statement, research objectives, research questions and 

significance of the study.  

1.1.      Background 

In today’s fast changing environment, where the globalization is taking place everywhere, it is a 

challenge for organizations to be remaining competitive in the market. Human capital is one of 

the biggest source of competitive advantage for organizations that cannot be easily imitated by 

other organizations while other capital like structural or financial capital can be copied easily. 

Right quantity and quality of human capital is a source of success and strength of any 

organization. By, 1993, human capital hypothesis are coming about because of the 

hypothesis of macroeconomic improvement. According to the macroeconomic development 

theory, human capital investment means to invest in human resource on their education, health, 

medical etc. in order to enhance their meta-competencies. This investment is not a cost, but 

rather an investment that will give benefit to organizations which will become a source of 

competitive advantage for the organization (Becker’s 1993). Classical economic theory 

considers human capital as labor that can be used for purchase and sale, etc. Classical theory 

focuses on the exploitation of labor through the capital. This term refers to human capital in 

today’s era and is used as an instrument to be remain competitive in the market. According to 
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Becker (1993), investment in human being through capital is one of most crucial capital that 

gives an advantage in the short as well as in the long run to firms. Human capital refers to 

knowledge, skills, and expertise one gains through education and training, etc. According to Ali 

et al. (2011), human capital refers to “ hours worked, work experience organization tenure, job 

tenure, willingness to transfer, educational level, international work-experience, career 

planning, political knowledge and skills etc.”.  According to different scholars like Burt, 1998; 

Adler & Kwon, 2002, etc. defined the social capital as “team spirit, harmony, confidence, 

and easiness that derive from social relationship involving family, friends, workmates and 

others and provide access to valuable resources such as information, influence and unity that 

facilitate action.” 

In economics aspects, capital talk about asset (whether money related) which are utilized for 

generation of merchandise; it can likewise elude total assets that acquire pay. Human capital 

and social capital are terms utilized as a part of the sociologies to talk about practically 

equivalent to ideas as to social assets got from societal organizations (social capital) and 

discrete improvement (human capital). There exists a straightforward connection between 

human and social capital. It is agreed by most of people that when there exists a strong 

relationship between children and parents and parents and teachers of children (social capital) 

contributes to better learning of children (human capital). In any case, the opposite is not that 

simple. Besides, human capital and social capital are challenged ideas; contentions and claims 

about the affiliation between the two are quite difficult. 
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1.1.1. Human Capital 

There are no less than four methods for contemplating human capital. For economics specialists, 

human capital has a particular, slender importance: It talks about the open door expense of people's 

or states' putting resources into instruction—sworn off profit in addition to the expense of the 

training set against the desires of future (higher) income and monetary profitability, individually. 

At the other compelling, the term human capital is frequently as utilized only as prominent 

shorthand for education in general.  

The two halfway points of view are substantially more basic and contrast the human capital 

methodology with training unfavorably with different methodologies. It was assumed by a first 

critical approach that adopting the current education is a property of an individual or of an 

organization in order to be remaining competitive in the market instead of seeing it as a public 

property which benefits the whole society. First approach focused on social capital of the society.  

The second approach was just focused on enhancing individual’s skills according to the needs of 

an organization rather than enhancing learning of an individual as a whole.  This viewpoint is 

reflected in human rights talk that struggles that the human capital worldview constitutes 

opposition to rights of education. 

There have been various efforts to describe and explore human capital. One stream of 

examination characterizes human capital as the capacities people have (Burt, 1997). Another 

stream of exploration consolidates training and encounter into human capital. Human capital is 

shaped by aptitudes, capabilities, encounters and abilities of interior individuals from the 

organizations (Bontis et al., 2002). Tay, (2017) characterize Human capital as an individual's 

combined capacities, information and aptitudes created through formal and casual training and 
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encounter. Human capital can give direct advantages as predominant execution, profitability and 

professional success. Human capital alludes to the aggregate learning, aptitudes, and capacities 

of the people working in an organization (Snell and Dean, 1992). From an administrative 

viewpoint, human resources are the aftereffect of a company's planned speculation through the 

particular procuring of representatives with high broad aptitudes (or formal instruction) in 

addition to a firm interest in preparing of more particular abilities through in-house preparing 

exercises (Lepak and Snell, 1999; Youndt and Snell, 2004). Firms can in this manner expand 

their human capital levels through human asset administration hones identified with 

representative choice and preparing. Organizations can utilize determination to build their non-

specific human capital, while concentrating on preparing to grow firm-particular human capital 

(Grootaert and Van, 2002; Skerlavaj and Dimovski, 2006). 

Human capital is designed by aptitudes, abilities, encounters and abilities of inside individuals 

from the organizations (Bontis, 2002; Bontis et al., 1999). Organizations can expand their human 

capital by drawing in people with high abilities from the outer work market and/or by inside 

adding to the attitudes of their present individuals. Human capital produces esteem through 

interests in expanding people's learning, aptitudes, abilities and know-how (Roos et al., 1997). 

One sort of speculation is instruction. More elevated amounts of training reflect more prominent 

interests in human capital (Bontis et al., 1999). A person who is exceedingly taught is more 

educated and performs superior to anything others, and gets more chances to move upward (Hill 

et al., 2006). Pennings, L and Witteloostuijn (1998) demonstrates that age is another type of 

human capital, as more youthful workers would rather put additional time and exertion in 

expanding their competency contrasted with more seasoned representatives, and the arrival on a 

venture is much higher. 
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HR are critical in making human capital since organizations don't make learning generally 

organizations can expand their human capital by pulling in people with high aptitudes from the 

outer work market and/or by inside adding to the abilities of their present individuals. In the last 

mentioned, a major part is played by worker maintenance. As far as human capital, senior 

directors are vital in drawing in, selecting and holding the right individuals in the organization 

and also in conceiving and tending to preparing needs to build up the cooperation of 

representatives and volunteers (Hudson, 1995). 

1.1.2. Social Capital 

Social capital has been characterized as the structure of people's contact arranges, the example 

of interconnection among the different individuals with whom every individual is tied (Raider 

and Burt, 1996). Social capital comprises of the supply of dynamic organizations between 

individuals: the common understanding, trust and shared qualities and practices which tie the 

individuals from social systems and groups and create helpful activity conceivable (Cohen and 

Prusack, 2001). The idea of social capital talk about interpersonal organizations and 

correspondence standards connected with them (Putnam, 2000). This type of capital springs 

from stable connections kept up by people, gatherings and organizations in the public arena. 

North and Smallbone, (2000)observe that social capital comprises of interpersonal organizations 

(formal and casualties), social aptitudes (interpersonal and informative capacity), and social 

character (status, personality and notoriety). Social capital exists in the connections between 

and among persons and amplifies the more that the position one is involved in the interpersonal, 

organization constitutes a significant asset (Friedman and Krackhardt, 1997). 
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Adler and Kwon, (2002) further highlight that the systematic position is fundamental for social 

capital since it speaks to chances to access and connect with others. By (1980) social capital is 

constructed of two parts: the social relationship that an individual has and that offers access to 

the assets of these connections, and the sum and nature of these assets. The general  a man is 

joined with is the real wellsprings of social capital. The gift of social capital can happen in light 

of a normal correspondence in a relationship when the benefactor hopes to get some arrival on 

their venture or through solidarity that gets from distinguishing proof in the same gathering. 

These activities and responses are not as a matter of course, just activities between two 

individuals, but rather they can be stores of social capital in a typical pool of social structures 

and withdrawals by other individuals from the same regular pool. This prompts positive results, 

for example, access to data or more compelling sharing of data. 

Three measurements of social capital have been defined by Nahapiet and Ghoshal (1998) 

distinguish: structure, relational and cognitive measurements. The structural dimension of 

social capital worries the general structural planning and the example of the connections that 

characterize an accomplice's position in a system. Social capital catches the standards and nature 

of dyadic relations which is dictated by the historical backdrop of communications between 

people. Cognitive, social capital suggests to "those assets, giving shared representations, 

translations, and frameworks of importance among gatherings". From the system point of view, 

the measure of social capital had is controlled by whether people can involve a beneficial 

system position where they get fixing to other people who have attractive assets, for example, 

data and budgetary backing, so as to accomplish constructive business related and profession 

results. 
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Social capital is a resource which can be made and misused both at an individual and aggregate 

level (Bowles and Gintis, 2002). Basic setting impacts an individual's recognitions, activities 

and encounters (Yang et al., 2009). In a specific social setting, people secure social capital 

through purposeful moves and can make a point of preference of it to get financial returns. The 

capacity to do as such depends, all things considered, on the way of the social commitments, 

organizations and systems that they have available to them (Bourdieu, 1986). The expansion of 

social capital at an aggregate level among numerous people has vital social ramifications. Social 

capital developed over a topographical range might give advantages to the entire populace. In 

situations with high social capital levels where there is a multiplication of informal 

communities, encouraging connections between people, the probability of rehashed organization 

between specialists rises. 

Current attention for social capital begins in the work of the different researchers like James 

Coleman, Francis Fukuyama, Robert Putnam, and Pierre Bourdieu. In spite of the fact that these 

four scholar’s point of view contradicts on the bases of discipline and emphasis, but they all 

focus on aspects of social relations, namely norms, values and networks and the role they play in 

social bonding. The social capital’s main focus is on the community in which they focus on 

norms, values and networks which create and re-creates groups, whether they exist in different 

geographies, face-to-face neighborhoods, informational groups or political groups. Specific 

types of bonds are of main interest of social capital, which focuses on the sense of connection 

between individuals. 
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Development of economy, values and culture are the main reasons of the success of any society 

as stated by Fukuyama. Fukuyama stated that cultures are flourishing on the basis of trust when 

a strong bond exists between parent and child and they share similar values.  

Putnam's attention for social capital created out of his longitudinal investigation of provincial 

government in Italy. He contended that the achievement of social establishments relies on upon 

social capital, which he characterized as social standards of trust and correspondence, systems, 

and municipal engagement. In this manner areas with numerous informal communities, whether 

sports clubs or political gatherings, had a tendency to have more fruitful organizations and better 

social results. 

Another method for grouping social capital ideas is to consider them speaking to a continuum of 

thought regarding group. Toward one side of this continuum are hypotheses that are, 

extensively, communitarian. In those hypotheses, the elements recognized as social capital are 

standards and values—inserted in the group—that go about as a type of social control by 

compelling individual conduct. The flip side of this social capital continuum draws on 

Tocqueville's thoughts of civic republicanism and concentrates on dynamic systems inside of 

groups and public participation in liberal popular governments. Here the group is developed 

through interest and equitable engagement. 

Recently the idea of social capital has been started focusing by researchers, but the roots of this 

concept go beyond eras. "Social capital" might first have showed up in a book distributed in 1916 

in the United States that talked about how neighbors could cooperate to administer schools. Author 

Lyda Hanifan referred to social capital as “those tangible assets [that] count for most in the daily 
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lives of people: namely goodwill, fellowship, sympathy, and social intercourse among the 

individuals and families who make up a social unit”. 

There's much open deliberation over the different structures that social capital takes, however, one 

genuinely direct approach partitions it into three fundamental classifications: Bonds: Links to 

individuals in view of a feeling of basic character ("individuals like us") –, for example, family, 

dear companions and individuals who share our way of life or ethnicity. Spans: Links that extend 

past a mutual feeling of personality, for instance, two inaccessible companions, partners and 

relates. Linkages: Links to individuals or groups further up or get down the social ladder. 

Social capital is characterized by the OECD as "systems together with shared standards, qualities 

and understandings that encourage co-operation inside or among gatherings". In this definition, we 

can consider systems, genuine connections between gatherings or people. Consider systems of 

companions, family organizes, systems of previous associates, et cetera. 

1.1.3 Organization Performance 

Organizational Performance is characterized as "the financial results coming about because of the 

interchange among an organization's attributes, activities and environment" (Coleman, S. 2000). 

Domain of organizational effectiveness can only be specified if we relate it to broader construct of 

organizational effectiveness. Organization effectiveness can be defined as: "the level which 

organizations are accomplishing every one of the reasons they should" (Strasser, Eveland, 

Cummins, Deniston, and Romani, 1981, p. 323). Organizations acquire distinctive effectiveness on 

the basis of diverse constituencies.  Firm performance and other performance concepts like 
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corporate environment or social performance are the main focuses of organizational effectiveness, 

which are of main concern or practice and research.  

Venkatraman and Ramanujam’s (1986) performance-measurement framework focuses on 

multiple indicators of organizational performance like financial performance, operational 

performance and overall effectiveness. Financial performance includes overall profitability. 

Operational performance refers to non-financial dimensions. Operational performance 

includes both product-market outcomes and internal process outcomes. A measurement of 

overall effectiveness reflects a wider conceptualization of performance and includes 

reputation, survival, perceived overall performance, achievement of goals, and perceived 

overall performance relative to competitors (Lewin and Minton, 1986; Venkatraman and 

Ramanujam, 1986). 

Longstreth and Mauldin, (1987) stated that feedback is the proper way of getting improvements in 

individuals, groups or organizations. Feedback is the way of communicating the performance to 

individuals, work groups or organizations. Quantification of anything is necessary before we want 

to measure it. Performance can only be improved if we can measure it. The first step to 

improvement is measurement of something. Although performance is a  measure of quantification. 

Bosses should be careful of performance measurement as every performance indicator has negative 

consequences as well if they are not correctly used. Situational factors like environment or negative 

consequences should be taken into consideration when we take into consideration performance 

measures.  

Kaplan and Norton (2001) contend that the balanced scorecard approach operates from the 

perspective that more than financial data is needed to measure performance and that non-
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financial data should be included to adequately assess performance. They suggested that any 

performance measurement framework should have four perspectives: financial perspective; 

internal business perspective; customer perspective; innovation and learning perspective. 

Financial perspective: Return of Capital Employed, Economic value added, Sales growth, 

Cash flow; Customer perspective: Customer satisfaction, retention, acquisition, profitability, 

market share; Internal business process perspective - Includes measurements along the internal 

value chain for: Innovation - measures of how well the company identifies the customers’ 

future needs; Operations - measures of quality, cycle time, and costs; Post sales service - 

measures for warranty, repair and treatment of defects and returns;  Learning  and  growth  

perspective  - Includes  measurements  for: People  - employee retention, training, skills, 

morale; Systems - measure of availability of critical real time information needed for front 

line employees. 

1.2 Problem Statement 

Brain drain is the major problem in creating a deficit in the intellectual capital of a nation. The 

major contributing factors in brain drain are lack of employment opportunities, high 

competition for highly skilled and talented manpower and other factors such as studying 

abroad, freedom of expression, timing and quality of work, taxation, profit motives through 

business expansion etc. are also equally important. Smith-Hunter and Boyd, (2004) has 

highlighted five different channels responsible for the immigration of highly skilled personnel 

across the globe on the basis of different push and pull factors. According to his research, 

entrepreneurs are attracted to the foreign market because of the high profits and tax benefits. 

For students education and training pragmas offered by various international universities are 
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more fascinating. Colleges and scientific norms are the source of attraction for academia and 

scientists. Globalization i.e. expansion of business overseas has played a vital role in the 

mobility of management and executive talent abroad. So, for economies to survive, human 

resource should be given full importance and needs a full consideration to be given by the 

researchers. 

1.3.      Research Questions 

The present study will be focusing on following questions which will be used to fulfill the 

research objectives answered in later chapters of theses. The research questions are: 

1.  How the human capital affects the organization performance? 

2.  Whether social capital will moderate the relationship between human capital and 

organization performance? 

1.4. Research Objectives 

This study is going to focus on:  

1. To examine the effect of human capital on organization performance (Both composite 

and dimension wise affect will be studied). 

2. To explore the moderating effect of social capital in between human capital and 

organization performance (Both composite and dimension wise affect will be studied). 
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1.5. Significance of Research 

First of all, the study will be helpful for experts and researchers. As this is going to open the 

doors for the new areas of research in the field of Human Capital in Pakistan and permit the 

organizations to utilize the human resource as their capital instead of a waste of money. 

The present study will be entirely huge for both, i.e. academicians and professionals to take into 

consideration the benefits of investment done on employees through education and training and 

by considering how many specialists are taking their human capital as an advantage rather than 

obligation. 

The third benefit of the present study will be to introduce the Human Resource practices which 

are at present practiced in the administration division. It will distinguish the effect of Human 

Capital on the performance of the organization. Further the directing part of social capital will 

likewise be inspected as an unexpected variable in the middle of human capital and hierarchical 

execution. 

1.6. Sequence of Thesis 

Sequence of the thesis will be as follows: 

The first chapter is about “Introduction” which has focused on the background of the study,   

problem statement, research questions and objectives and significance of the study.  

The second chapter is “Literature Review”. In this chapter detail literature on human capital, 

social capital, and organization performance is given. After discussing the literature on 

independent variable, literature on the relationship between these variables is given in detail. 
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Third chapter contains the Conceptual Framework of the study. After development of 

conceptual framework based on literature review on previous chapters, development of 

hypotheses has been done and operationalization of  variables have been discussed in detail.  

Research Methodology of the study has been discussed in chapter four. It contains the research 

philosophy, research approach, research design, population and sampling frame, data collection 

methods,   and sampling procedure, sampling techniques, questionnaire design, and data analysis 

techniques have been discussed in detail in this chapter.  

Chapter five focuses on descriptive analysis of the study. Descriptive analysis focuses on 

descriptive analysis of demographics of respondents and frequency analysis of variables.  

Main part of the study is given and discussed in Chapter 6 which is an empirical analysis of the 

data.  

After the empirical analysis, chapter 7 focuses on qualitative analysis of the study in which 

responses of respondents on the basis of interviews are discussed.  

After the whole analysis, last but not the least, eighth chapter is going to focus on Conclusion 

and Discussion of the study. The study is briefly concluded and the results are discussed with 

reference to the previous literature available. Guidelines for the practitioners are outlines and 

future recommendations are given considering the limitations of the study. 

1.7. Summary: 

In this chapter researcher has given the background of study, research problem, research question 

and significance of the study. The next chapter is about literature review. 
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CHAPTER 2 

Human Capital, Social Capital and Organization Performance: A Review 

In this chapter, researcher is going to give an overview of previous studies conducted in his area. 

First of all literature on individual variables is given which are human capital, social capital and 

organization performance. After that, literature on relationships is given. On the basis of 

literature, in the end, research gap is given. 

2.1. Human Capital 

Human Capital means stock of capabilities, competencies, knowledge, abilities and personality 

characteristics to do labor for producing economic value Sullivan, (1989). Human capital denotes 

the investment which is made by people in them or in their organization. The theory of Human 

capital, which was suggested by Schultz (1961), has settled the theory. Schultz (1961) in his 

research article "Investing in People" has presented the theory of human capital. Schultz said in 

his article that skills and knowledge are types of capital, and capital is deliberate investment’s 

product. Human capital’s concept involves investing in people’s training as well as in their 

education. Schultz compared the achievement of abilities and knowledge to acquire the 

production’s means. Schultz argued that investment in human capital leads to a rise productivity 

of human, as a result which leads to an increase in return rate. Becker (1964) in own book 

"human capital" considered human capital as like to physical production’s means for example 

factories and machinery. Human capital is one of the means of production; in which extra 

investment produces extra output. Human capital is not transferable like land, labor. Brüderl et 

al. (1992) were the first to adapt the theory of human capital in the context of business, arguing 
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that, although the general application of human capital on employees, there is no cause not to 

apply entrepreneurs as well. As a result, entrepreneurs who possess larger amounts of general as 

well as specific human capital can increase their levels of performance as compared to those who 

have low levels of general human capital and specific also. It is called the human capital of 

entrepreneur. According to Hessels (2008), Human Capital business states skills, experience and 

knowledge associated with entrepreneurial activity of an individual. For the development of the 

entrepreneurship, human capital has more importance. The theory-based resource (RBT) has 

been used to describe the significance of human capital for entrepreneurship by Ganotakis 

(2012). Through human capital competitive advantage can also be achieved for entrepreneurial 

businesses. 

We all have knowledge that an employee becomes a part of human capital when he has 

knowledge and experience. Human capital is defined in the context of the organization by Joia in 

2000 as experience and knowledge which is possessed by worker of the company. (Coleman, 

1988) said that human capital is the abilities, skills and knowledge which are considered more 

important for the growth of the economy. Human capital is not natural, but rather it can be 

created through education that will eventually improve, upgrade and restore the capacities and 

capabilities. 

There are several kinds of human capital, which have been identified by many researchers 

(Florin and Schultze, 2003) for example; industry particular human capital, firm particular 

human capital and individual particular human capital. 

The means of firm particular human capital are those individuals who possess skills, capabilities, 

knowledge and abilities which are more helpful for a specific organization. These specific 
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abilities and skills to create competitive advantages over those organizations which don’t have 

that specific skills and knowledge (Grant 1998). 

Industry particular is another kind of human capital, which means human capital that has specific 

knowledge and skills which is acquired from a specific industry. Previous literature prescribed 

this kind of human capital is very important for upgrading the innovative exercises inside of the 

business if the highest caliber of data and information is united inside of business Bhide, (2000). 

Individual specific is the other type of human capital. This information is appropriate to the 

extensive amount of associations and commercial ventures. It covers the zone of authoritative 

and entrepreneurial encounters (Pennings et al. 1998), expert level and level of trainings (Healy, 

2002), the age of persons (Kelley et al. 2010). 

In 2004, Dakhli and Clercq said that abilities, skill would be upgraded and enhanced with the 

help of relevant education, information and training. So those individuals who are persevering, 

have high training much working background and are willing to contribute their time, vitality 

and their assets can secure advantages for them. The performance of the company can be 

improved with the help of human capital. Human capital, which has knowledge and skills, can 

get more competitive advantage for the company as compared to other type of tangible and fixed 

assets (Hill, 2001). For the creative performance just financial, tangible assets are not enough 

educated, skilled and trained employees are more important in light of the fact that everything 

can be replicated with the exception of human capital, which is the uncommon immaterial 

resource of the associations. 
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2.1.1 Human Capital’s Definition 

Different scholars have proposed different definitions of human capital, which are given in table 

2.1. 

Schultz, 1961 Health, abilities and awareness, which have economic 

value 

Ind. 

Becker, 1964 The knowledge, abilities, and capabilities of employees in 

a firm’s employees.  

Ind. 

Rosen, 1986, p. 681 "... the creative capabilities of human beings as income 

creating agents in the economy” 

Ind. 

Cromie & Hayes 1991 The information, learning, training, abilities, and capability 

of  a firm’s workforces 

Ind. 

Hudson, 1995 Your inheritance; education of yours; experience of yours; 

and your mentalities regarding existence and business 

 

Ind. 

Becker, 1993 The knowledge, skill, capabilities, personality, presence, 

status, and documentations 

Ind. 

North, 1990 Health, capabilities (KSAs that are appropriate for work), 

work motivation and commitment 

Ind. 

Storey, 1997 Intangible assets such as unique configurations of 

complementary skills,  and tacit knowledge, 

painstakingly accumulated, of customer wants and 

internal processes 

Org. 
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Brush, 1990 Capacities and ability, critical thinking limits, initiative 

styles and aptitudes and everything that is represented in 

the representatives 

 

Ind. 

Saint-Onge, 1996 Is epitomized in the bent of people in the work 

environment to decide the best alternatives or answers for 

customers 

 

Ind. 

Edvinsson & Malone, 1997 The capacity, information, aptitudes, development and 

encounters of workers and supervisors, additionally 

incorporates the company's qualities, society, and theory 

 

 

Ind./Org

. 

Stewart, 1997 Ability (the aptitudes and learning of representatives), 

individual capacity to take care of client issues, a wellspring 

of advancement and recharging 

 

Ind. 

Sveiby, 1997 Representative fitness which includes the ability to act in a 

wide assortment of circumstances to make both substantial 

and immaterial resources 

 

Ind. 

Pennings, Lee, & Van 

Witteloostuijn, 1998 

A company's capacity to create an astounding 

administration, the learning and abilities of its experts 

that can be utilized to deliver proficient administrations 

 

Org. 

Rosa, P., Carter, S. & 

Hamilton, D. 1996 

Capability, state of mind and scholarly spryness make a 

potential commitment to the association's upper hand and 

center competency 

 

Ind. 
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 Lin, 2000 All abilities and capacities of the general working population 

in an association, a stock of individual's aptitudes and 

information inside of an association 

 

Org. 

Lazonick, & O'sullivan 2000. Abilities of workers take care of client issues, an aggregate 

experience, aptitudes, and the general skill of the greater 

part of the association's kin 

 

Org. 

Boden, & Nucci 2000 The sheer insight of the authoritative part, the learning, 

ability and experience of representatives 

 

Ind. 

Goedhuys, & Sleuwaegen, 

2000 

The load of individual abilities that financial operators have 

available to them 

 

Org. 

Kilby, 2002 The general population, resources in view of the one of a 

kind capacities and skill of every person and by and large 

to the association 

 

Org. 

Littunen, & Tohmo, 2003 Ventures made by an organization in gifts and advances 

that advantage upper hand, are profitable and exceptional, 

and ought to be kept out of scope of different 

organizations. 

 

Org. 

Youndt, Subramaniam, & 

Snell, 2004, p. 345 

The learning, aptitudes, and capacities (KSAs) 

representatives have that bring financial quality to firms 

 

Ind. 

Table 2.1. Human Capital’s Definitions (Source: Yeh ,2006, p-22)  
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Romer (1990) concluded that the rate of growth of any country is determined by the stock of 

human capital. Lee, Gibson and Oxley (2005) provided the empirical support that evolution 

of human capital has a significant role in the reduction of inequality and expansion of output 

growth. Oscarsson (2001)  studied the Singapore’s growth and concluded that one of the factors 

is its National HCD/HRD policies as compared to land and capital at its independence. 

Stangor (2006)  found a significant and positive influence of human capital on growth of high 

skilled employment in modern manufacturing and service industry. Becker (1962) concluded 

that the countries can switch to development equilibrium by having small families and larger 

are growing human and physical capital. Caputo and Dolinsky (1998) concluded that an 

economy can enhance its share of physical capital by keeping the ratio of physical to human 

capital low placing the human capital as key for economic growth.  

2.1.2 History of Human Capital 

Each human have skills, abilities; this thought is very old just like the recorded history. The 

historical backdrop of human capital can be followed back to 24th century B.C. (Freeman, 

1997).  Kiker (1966) defined strategies for computing the monetary value of people and the 

thought which is behind this. Two systems usually utilized are the production’s cost and 

earning techniques. While the intentions behind the estimation of the value of human were to 

show the force of the country, to decide the financial impact of training, investment in health 

and relocation, for the proposition of further impartial assessment plans, for determination of 

the aggregate expense of war, for open promotion, for wellbeing preservation and critics of 

monetary life, for the success of a person for own family and nation, for backing of law court 

in choice of pay on account of individual wounds. 



22 
 

 

 Effect of human capital could be computed from the perspective of individual 

(investment in education) as an expansion in individual return (Griliches, Z. 1997).   

 

 

 

 

Fig 2.1. From Individual Perspective 

  From organizational perspective (investment in general and specific trainings) as 

suggested by Snell, & Dean, (1992).   

 

 

 

 

 

Fig  2.2. From Organizational Perspective 

An improvement in the profit of business and from nation’s perspective (investment in skills, 

education, abilities, health and relocation) as financial development models. Some of the 

definitions of human capital cited in Yetim (2008)   an unpublished PhD thesis are; 

Human capital 
Investment in 

Education 

Human capital Organization Point of View 

Individual Point of View 

Investment in 

general and 

particular training 
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Fig 2.3. From Country Perspective 

Originally the term human capital was defined by the economists. Theodore Schultz has defined 

human capital by emphasizing on the characteristics of, the traits one takes to the job, one’s 

capability to study and one’s motivation to share information and knowledge. Productivity of 

manpower, using human capital, is measured as a key component of the growing and developing 

economy therefore people are considered as the profit lever of the knowledge economy (Fitz-

Enz, 2000). But the basic dilemma of the economic component is the difficulty of its 

measurement. The concept of people as a financial lever is extremely rare (Ftz-Enz, 2000) 

therefore accountants are even unable to measure human capital (Stewart, 1991). However, 

Saratoga Institute of California has tried to provide connection between human capital and the 

financial results of the organization by calculating the Human Capital Financial Ratios 1 

including; “Human Capital revenue Factor”, human Financial Value Added, “Human Capital 

Cost Factor”, Human Capital Return on Investment, “Human Capital Market Value” (Jac, F. E. 

2009).  

                                                           
 

Human capital Country Point of View 

Investment in 

Education, Health 

and Migration 
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Fig 2.4. Human Capital and its relationship with different Factors 

2.1.3. Human Capital Situation in Pakistan   

In light of the literature mentioned in previous pages, one reason of the third 

world's destitution for the most part and Pakistan particularly, there is no 

more interest in human capital. Dissimilarity between monetary development and 

human advancement is more noteworthy in Pakistan than in the greater part of 

alternate nations of Asia. Pakistan introduces an interesting mix of numerous 

disagreements: "the nation has one of the most minimal rate of literacy on 

the planet, yet some of its exceptionally taught individuals have ruled numerous 

universal gatherings" "powerless establishment and solid individual" "financial 

development without human advancement" "private avarice and absence of social pay" 

"race customs without genuine popular government" (Mahbubul Haq, 1997, p-37). The 

government of Pakistan's spending on education sector was 2.1 % of GDP in 2014, and is fully 

committed to enhance educational spending from 2.1% of GDP to 4.0% of GDP by 

2018(Pakistan Economic Survey 2014-15). “Pakistan has human advancement list rank of 146, 

having HDI 0.537, showed improvement of mere 0.002 points from last year's score of 0.535” 
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(HDR, 2015). Pakistan has achieved improvement by three notches and attained the 126th 

position in Global Competitiveness Report 2015 compared to 129th position last year among 140 

countries (Global Competitiveness Report 2014-15). Expenditures of Pakistan on education and 

health are 2, 1% and 0.42% of GDP (Economic Survey of Pakistan 2014-15). Almost 45% of the 

population of Pakistan is uneducated, with a total investment rate of 15.12% of GDP, having 

65569740 labor forces in 2013 according to the World Bank.  The education investment in 

Pakistan in the most Recent 60 year did not reach to 3% of the GDP.” By Education expenditure 

2013 just 

2.1% of the educational institutions have a palatable circumstance as indicated 

by building condition (Education census, 2013). Insufficiently educated work 

power having score of 71.6 on intensity positioning is a standout amongst the 

most risky variables in working together in Pakistan (“Pakistan Education for all Review report 

2015”). Specialized and professional preparing and the training are not ready to fill the expertise 

crevice and the issue of mind channel is adding to the nation's tragedies. All these show how 

inadequately Pakistan has interpreted its wage in the lives of its kin. Khan (2005) 

expressed that in Pakistan interest in human capital will fill the double need 

by having profitable laborer and a device for end of destitution. Pakistan had 

accomplished much higher development rates, had it put more in its human 

capital. 

2.2. Social Capital 

2.2.1 Background 

According to different scholars like O‟Neill and Gidengil, (2006) and  Ostrom and Ahn, (2003) 

in last two decades, social capital’s idea has been utilized to clarify a differing scope of social 

marvels, including organizational progress, financial execution, vote based system, 

entrepreneurial execution, and upper hands. Another scholar Hanifan (1916) initially 

characterized social capital, giving it a comparison intending to that embraced today: 
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“Those non-tangible resources include most the everyday lives of individuals: in particular 

cooperative attitude association, sensitivity and social interaction among people within and 

outside the family making up the social unit. Similarly, if a person has contact with his neighbor 

and neighbor with his neighbors, then, social capital will be there due to their gatherings and 

these gatherings may fulfill their social needs and positively affects the lifestyle of an individual 

and the entire group. (Hanifan, 1916: 228–9) ‖.” 

Pierre Bourdieu, who is French sociologist was one first writer to talk about social capital from a 

typical viewpoint. He contended that there are two different types of capital notwithstanding the 

customary thought of financial capital. He named the first social capital, which means scholastic 

capabilities, specific methods of presentation, utilization of dialect, behavior and craftsmanship 

expressions. The second shape, social capital, he characterized as “the total of the genuine or 

potential assets which are connected to the ownership of a sturdy system of pretty much 

organized connections of common associate or recognition” (Bourdieu, 1986: 2) 

Although the idea of social capital was presented by Bourdieu in the field of  human sciences, 

but roots belong to the work of two American researchers which caused its popularity in 

financial matters and political science. James Coleman focused on different perspectives like 

educational accomplishments which they have achieved through social funding, which has 

caused financial and sociological clarification for human capital manifestations. By, social 

capital can be comprehended as an asset that encourages or creates certain activities. Coleman 

(2007) noted “closure of social networks” and “appropriate social organizations” as two vital 

components of social capital that could help the making of human capital in a group (Coleman, 

2000). He characterized social capital by its capacity: It is not a solitary substance, but rather an 
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assortment of distinctive elements having two qualities in like manner: They all comprise of 

some part of social structure, and they encourage certain activities of people who are inside of 

the structure. 

The political researcher Robert Putnam turned into the principal promoter of the idea of social 

capital. In Making Democracy Work: Civic Traditions in Modern Italy (Putnam et al., 1993), 

Putnam and his co-creators investigate the contrasts between a territorial organization in north 

and south Italy. They contend that the presence of social capital might clarify the execution 

preferences of the north in examination with the south. In their perspective, social capital is 

characterized as features of social associations, for example, systems, standards and trust that 

encourage activity and collaboration for common benefit (Putnam et al., 1993) 

During the last twenty years, different wonders were comprehended by utilizing the idea of 

social capital, including advancement forms (Portes and Landolt, 2000), financial execution 

(Narayan, 2002), administrator and hierarchical conduct (Metz and Thareneu) and 

entrepreneurial progress (Kim and Aldrich, 2005). The accompanying area condenses some of 

these alternate points of view. 

Social capital can be broadly relying upon the social structure and an arrangement of social 

assets advantage creation through individual connections. Social capital makes esteem and 

encourages the activities of the person inside of that structure. It indicates to the aggregate 

estimation of all systems, trust, correspondence, participation and social data produced by 

informal communities. Interpersonal organizations are a type of social capital and a wellspring 

of, bolster, data and counsel (Churchill, 2000). The capital is profitable asset, advancing 

connections that advance the making of worth as developments (Tsai and Ghosha, 1998). Social 
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capital is an advantage that lives in social relations. In the hierarchical setting, these connections 

are an asset mirroring the levels of aggregate objective introduction and shared trust individuals 

which is to make esteem by encouraging fruitful aggregate activity (Langowitz and Minniti 

2007). 

2.2.2 Definition of Social Capital 

Welter (2006) emphasized that there is no consensus on a precise definition of social capital. 

Acquaah (2007) defines social capital as the actual and potential resources embedded in 

relationships that are accessible and usable by actors in the network (e.g. managers of 

businesses) for the shares (for example, the conduct of business of the company). “Baker (1996) 

defined social capital as a resource that actors derive specific and then use to defend their 

interests, social structures.” it is created by changes in the relationships between actors Acquaah 

(2007) noted that social capital can be divided into internal and external social capital deals 

While internal social capital. “The structure and social networking relationships between actors 

(that is, individual members) within a system or organization”, external social capital focuses on 

the relationship of structure and social networking. According Portes (1987) theories of social 

capital include the theory of transaction costs, the theory of resource dependence and social 

network theory. It was supported by Portes (1987) that one of the theoretical approaches widely 

used to study the company's share capital is the theory of transaction costs. “A transaction means 

a transfer of property or services between technologically separable interfaces.” Transaction 

costs mean all costs associated with a transfer of goods and services from one unit to another. 

Cliff (1998) and Cressy (1999) introduced the idea that transactions are the basis of economic 

thought. Towns argue that individual actions are really two transactions instead of individual 
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behaviors or exchange of goods. Williamson (1981) extended the theoretical framework of 

transaction costs by showing that the economy of transaction costs is used to explain a number of 

behaviors such as date of purchase of the day. This involves considering as transactions not only 

the obvious case of purchase and sale and emotional interactions.  

Portes (1998) noticed that the operations are described by high resource specificity, little 

numbers bartering and vulnerability. Given these attributes, market exchanges have a tendency to 

end up restrictive. In such a circumstance, organizations are attempting to decrease exchange 

costs through vertical joining or look for different choices available. Therefore, small businesses 

in particular need to cooperate with other organizations in order to minimize transaction costs. 

Portes and Sensenbrenner (1993) introduced the theory of resource dependence (RTD). RTD 

focuses on how external resources, organizations affect the behavior of the organization. 

Resources and supports are particularly important for small businesses that rely on external 

actors. “Companies are related to their environment by federations, associations, customer-

supplier relationships, competitive relationships, and socio-legal system that define and control 

the nature and extent of these relationships.” Barney (1991) stated that the social network theory 

considers social relations as consisting of nodes and links. Nodes are the individual actors within 

the networks, and ties are the relationships between the actors. Prowess (2004) and Jovanov 

(1982) found that social relationships are crucial to the entrepreneurial process because the 

information necessary to start and grow a business is transferred to the contractor primarily 

through existing social networks of friends. Contractors must establish relationships with 

suppliers improved reputation outside resources who are willing to share valuable information, 

products, technology and finance. Uzzi (1997) found that proximity relations vary between arm's 

lengths to an intégré. Longueur dependency relationships are characterized by scarce and few 
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transactions. They work without personal or social contacts between actors extended. Embedded 

links or relationships, create long-term social contacts. 

Social capital point of view gives a valuable contention to the components through which 

proactive representatives might accomplish uplifted execution (Thompson, 2002). Social capital 

hypothesis contends that one's relationship system decides the degree to which one can access 

data, wield impact, and impact change inside of an association (Burt, 1997). 

Social capital is likewise basic for aggregate work and successful interpersonal coordination 

(Borden, 1999). Social capital makes aggregate work less demanding and encourages financial 

and group improvement. Social capital is a vital source in light of the fact that people cooperate 

all the more adequately and productive when they know each other, comprehend each other, and 

trust and relate to each other. 

Social capital, for the most part characterized as the real and potential assets installed seeing 

someone among on-screen characters, is progressively seen as an essential indicator of gathering 

and hierarchical execution (Adam and Rončević 2003). At the authoritative level, social capital 

has been utilized to portray both the total structure and nature of connections among hierarchical 

individuals (e.g., Coleman 1990), and the linkages between the association and its other partners, 

rivals, or accomplices (e.g., Kale et al. 2000). Both originations of social capital spotlight on the 

nature and quality of connections and the corresponding streams in which people and 

associations are inserted. The focal points attributed to social capital incorporate better gathering 

correspondence; more effective aggregate activity; upgraded stocks and utilization of scholarly 

capital; and better access to assets (Adler and Kwon 2002). 
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2.2.3 Different Perspectives of Social Capital 

Different point of view was proposed by Woolcock and Narayan (2000) in order to deal with 

social capital research: first one is the communitarian point of view, second one is the network 

viewpoint, third one is the institutional point of view and the last one is synergic viewpoint.” 

The communitarian viewpoint partners’ social capital with the presence of nearby associations, 

for example, clubs, affiliations and metro bunches.  

The network point of view anxieties the significance of vertical and level relationship in the 

middle of individuals and of relations inside and among such hierarchical elements as group 

gatherings and firms (Woolcock and Narayan, 2000).  

An institutional viewpoint suggests that the imperatives of group, systems and common society 

are to a great extent the result of the political, lawful and institutional environment. Where the 

communitarian and system points of view to a great extent regards social capital as an 

autonomous variable offering ascend to different results, the institutional viewpoint considers 

social capital as a subordinate variable.  

Accordingly, synergy point of view of social capital was presented by Woolcock and Narayan in 

2000. The synergic viewpoint means to incorporate system and institutional points of view. It 

distinguishes three focal undertakings for scholars, scientists and arrangement producers: (1) in 

which way groups establish and interacts with one another and what sort of association exists 

among them; (2) then institutions develops their own techniques based on type of their 

interactions in order to effectively handle social capital in the organization; and (3) in the last 
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organization have to decide how the different indicators of social capital like  collaboration, trust,  

and institutional productivity can positively affects organizational performance. 

2.2.4 Social Capital Sources 

The conceptualization of social capital includes numerous measurements, each a conceivable 

field for investigation. Then again, it is conceivable to recognize three unmistakable wellsprings 

of social capital: 

 Networks 

 Trust 

 Norms and rules 

2.2.4.1 Networks 

Nahapiet and Ghoshal in 1998 characterize social capital as the total of the real and potential 

assets installed inside, accessible through and got from the system of connections controlled by 

an individual or social unit. Social capital in this manner involves both the system and the 

benefits that might be prepared through that system or network. 

Much important work has been created on how individuals relate to one another, build up unions 

and connects, and work in groups known as social networks (Lin, 1999). Accordingly, Lin et al. 

in 1978 examined the relationship between tie quality and accomplished status in three 

metropolitan regions in New York. In 1999, Lin examined the relationship between interpersonal 

organizations and assets further, at the end introducing a hypothesis of social assets. By, the 

meeting of social assets and social capital speculations supplements and reinforces the 
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improvement of a social hypothesis that spotlights on the instrumental utility of getting to and 

activated assets in informal communities. After taking this line of examination, a few scientists 

have proposed putting resources into social capital to make entrepreneurial progress. The most 

recent work by Kim and Aldrich in 2005 specifically gives a few insights to the significance of 

social capital and informal organizations to business enterprise. They characterize social capital 

comprehensively as the assets accessible to individuals through their social association. Be that 

as it may, they recognize the presence of socio-social imperatives in the accessibility of these 

assets. They concentrate on the qualities of informal organizations so as to comprehend the 

diverse access that gatherings or people have to specific assets. Three classifications must be 

considered in this investigation: diversity, social limits and limited levelheadedness. Kim and 

Aldrich in 2005 along these lines contend that interpersonal organizations tend towards 

homogeneity, not assorted qualities. Likewise, they express that not all connections are the same: 

some might be more grounded or more remunerating than others. They debate the regular 

division of tie quality into solid and frail classifications. Rather, they propose investigating social 

ties crosswise over four measurements: time spent in the relationship, enthusiastic force, the 

degree of common certainty, and the level of correspondence between people. At long last, they 

recommend that specific sorts of individuals are counseled all the more regularly inside of 

interpersonal organizations. These “main actors‟ have numerous focal points over less focal 

performers: they can interface individuals and, in the long run, prepare a social activity rapidly 

and proficiently (Kim and Aldrich, 2005: 29). In 2010, Alguezaui and Filieri, stated that systems 

might be arranged as meager or strong and both sorts are upheld in the writing. In 1997, Aldrich 

et al stated that social capital might likewise be recognized that having a place with the 

establishing business visionary or entrepreneur and that having a place with the association. 
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Bratkovic et al., in 2009 stated that for little and small scale endeavors (which incorporates the 

dominant part of organizations possessed by ladies) the two are vague as the business person will 

present to her/his own system of individual contacts. Later in the organization's life cycle, the 

system will get to be formalized and turn out to be a piece of the association's social capital. 

Vital trade of data and different assets can then happen between associations. Despite the fact 

that business people are to be firmly tied through their social connections to a more extensive 

system of on-screen characters, understanding what truly goes ahead inside of a system stays 

constrained to generally wide and engaging records, stated by Gordon and Jack (2010). In 

addition, regardless of the perversion of the system idea and it's expanding. 

2.2.4.2 Trust 

Among the numerous scholastic investigations of trust, the accompanying definitions have 

demonstrated prominent: Misztal (1996) characterizes trust as the conviction that the aftereffects 

of some individual's planned activity will be proper from a subjective perspective. 

The part of trust in the improvement, advancement and versatility of social orders has been 

underlined by a few writers. Putnam (1993) has taken trust which is a component of social 

capital as given by a scholar Höhmann and Malieva in 2005. The distinctive meanings of trust 

and its part concur on three fundamental components. The primary component is 

correspondence. Second is a trust which is a condition of desire towards conceivable, ordinarily 

alluring, future responses of the object of trust. Thirdly, trust empowers individuals to gain 

information without the strict affirmation of its veracity, as indicated by their trust in the 

individual or organization being trusted. Subsequently, it is hard to figure out if trust is a 

component, a reason, or a result of social capital. 
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2.2.4.3 Norms and Rules 

Durkheim (1938) stated that standards (norms) and the rules have since quite a while ago 

intrigued vital sociologists. Standards will be models or examples of social conduct that are 

acknowledged in or expected of a gathering; they might likewise be levels built up by 

governments or different powers to be agreed to or achieved. Then again, the guidelines can be 

comprehended as a formal or a casual articulation of these standards. 

Along these lines enactments as well as social codes have principle like qualities. Foundations 

can be compared to lead to keeping arrange and expanding the consistency of social activities. 

Ostrom and Ahn (2003) characterize organizations as the solutions for what activities are 

required, restricted or allowed, and the approvals approved if the principles are not taken over. 

“Grootaert (1998), for instance, incorporates governments, the standard of law, the court 

framework, and common and political freedoms as markers of social capital. A few speculations 

of trust, incorporate a full scale perspective of establishments.” For sure, (Ostrom and Ahn, 

2003) describe that examples of trust and correspondence depend to a substantial degree on the 

standards that are made in any country and communicated by establishments. It is conceivable to 

reason that the vicinity of principles, standards and organizations in specific gatherings are 

identified by the presence of social capital in a specific culture/group. 

2.3. Organization Performance 

Performance is one of the focal variables in administration, research, yet has gotten minimal 

scholarly consideration. The performance is an especially critical result in the investigation of 

social capital and authoritative citizenship conduct. Analysts have made a refinement between 



36 
 

 

undertaking execution and logical execution (Bourdieu and Wacquant, 1992). Performance duty 

is employment obligations and particular practices that outcome straightforwardly or by 

implication from the generation of merchandise or benefits. Logical execution is fundamentally 

the same to the OCB. An expansive capital could prompt a superior execution in the part in light 

of the fact that the specialist has numerous contacts with other people who can give guidance and 

backing to complete things. A huge capital could likewise prompt a higher execution, extra part 

on the grounds that the specialist has many people that spur and offer assistance. 

Woods (1998) characterized the performance, an aftereffect of operations of an association or 

venture over a given period. Loury, (1977) focused on that it is crucial to perceive the 

multidimensional way of the development of the execution. Accordingly, the examination 

considers a solitary measurement or a slender scope of building execution (e.g., a few pointers of 

gains) which might prompt the development of the elucidating and regulating hypothesis 

deceiving. Exploration ought to incorporate a few measures of execution. These measures could 

incorporate conventional bookkeeping measures, for example, deals development, a piece of the 

pie and productivity. Moreover, elements, for example, general fulfillment and non-budgetary 

destinations of the proprietors are additionally imperative in the execution assessment, especially 

in the private division. This is steady with the perspective of Zahra et al., (2000) who expressed 

that both money related and non-budgetary measures ought to be utilized to survey hierarchical 

execution Christians (2000) expressed that there are four primary ways to deal with measure the 

execution of associations. This is the methodology of objective methodology of framework 

assets, partnership approach and the methodology of aggressive worth. The way to deal with 

measure the greatness of an association accomplishes its objectives while the framework asset 

approach assesses the capacity of an association to accomplish its assets. For the  partnership 
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approach and the methodology of aggressive quality, to assess the execution of an association 

which relies on upon its capacity to address the issues and desires of other partners, including 

clients, suppliers, and contenders. Of these, the methodology of reason for existing is the most 

usually utilized systems on account of its effortlessness, clarity and concentrated inside. The data 

is effortlessly available by proprietor supervisors for the assessment process. By Carter et al,. 

(2007) the methodology drives target proprietor supervisors to center their consideration of the 

money related emergency (objective) and non-monetary measures (subjective) Financial 

.Measures incorporate benefits, incomes, rate of profitability (ROI), return on deals and return on 

value, deal development and productivity development. Non-monetary measures incorporate the 

general execution of the organization with respect to its rivals, the utilization of extra 

representatives, consumer loyalty, worker fulfillment, client unwaveringness, brand mindfulness 

and proprietor fulfillment with how the business is going. Allatt (1993) noticed that the monetary 

measures are target and straightforward  

2.4. Human Capital and Organization Performance 

“The  human  capital  focuses  two  main  components  which  are  individuals  and  

organizations.  This concept  has  further  been  described  by Gatewood (2004) that  human  

capitals  have  four  key  attributes  as follows:  (1)  flexibility  and  adaptability  (2)  

enhancement  of  individual  competencies  (3)  the  development  of organizational  

competencies  and  (4)  individual  employability.  It  shows  that  these  attributes  in  turn  

generate added  value  to  individual  and  organizational  outcomes.”   

Madsen, Neergaard and Ulhoi (2003) concluded that investment in human capital has a 

significant role in the productivity enhancement and reduction of inequality in Taiwan.  



38 
 

 

Lafuente and Rabetine (2011) concluded that higher average level of human capital has a 

strong relationship to productivity and growth. Teixeira (2002) concluded that when an 

organization consider their employees as an asset and invest in their capabilities the 

performance of the organization enhances and most of the HRMP practices are not time 

specific. Wilson (2001) concluded that loose correlation between investment in human capital 

and GNP growth is evident, while country economic growth is positively correlated with 

investment in education and training. Korman and Kraut (1999) concluded that the 

education system has a positive relationship with human capital formation which leads to 

economic growth. Schuller (2001) concluded that investment in human capital and retention 

of educated worker has a positive relation to economic growth of the area. Oscarsson 

(2001) found that a one percent change in human capital has a double impact on GDP than one 

percent change in labor. Hartley and Robey (2005) empirically deduced that the rate of 

economic growth has no association with stock of human capital but with accumulation of 

human capital. Ostrom (1994) on  the  basis  of cross  sectional  analysis  of  57  developing 

countries found that financial development is positively correlated with human capital 

measure. Glancey (1998) conclude that a major hurdle in the emergence of human capital 

and economic growth is concentration of land owner ship. Camacho and Rodriguez (2005)  

found that economic growth is positively correlated with R&D if the human capital 

accumulation productivity parameter is not sufficiently high. Rastogi (2000) concluded that 

low and high growth equilibriums are directly affected by human capital accumulation. 

 Reid and Smith (2000) concluded that investment in human (education, health) bears an 

important and constructive effect on economic growth. Cooper et al., (1994) commented that the 

only way to increase the living standards of Canadian is by developing skills and human capital. 
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Review of the role of human capital in economic development indicates that gives the same role 

what industrial revolution played in the physical capital knowledge era will play. Honig (1998) 

focus on human capital or human workforce works as a mediator between the performance of 

employees and the type of capital within the range of 1987-91 that affected 93 organizations to 

analyze data from a study investigating the firm's planning. 

Shapiro and Wilk (1965) observed that for the enhancement of efficiency of different enterprises 

in information and knowledge wise IT industry in India, human resource management practices 

concentrated on human capital. Whetten (1989) investigated the association of general human 

capital and firm capital with the help of data obtained by 65 workers in 20 teams and it was 

observed that there exist positive relation between these variables. Luhman (1979) investigated 

the association among firm’s performance, information technology, human capital and 

workplace practices. The research which was conducted in the era of 1987-1993 concluded that 

the effect of these practices is expressed in its application and not its adoption, further it was 

concluded that greater utilization of computer technology and higher educational qualifications 

strongly affect the productivity of an organization.  

Saikou, Sanyang and Wen-Chi, (2008) observed that there exist positive association between 

human resource capital and organizational performance in 38 software developing organization. 

Becchetti and Trovato (2002) found in S & P organizations in the 1996-98 era  that stock 

returns of a firm get its value by an increment of 1 basic point in exchange of one more dollar 

vested in training the employees are positively correlated. 
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Chaganti, Decarolis and Deeds (1995) examined that the organizations which have efficient 

human capital have greater book value and compare to other organizations and found that the 

efficiency of human capital has influence on the financial performance of a company. Shane 

(2000)  said that human capital plays a key role in the success of the organization. 

Barro (1991) founded on the basis of analysis of 559 companies’ data and examined significant 

relationship amid human capital and mission statement and also found that human capital has 

influence on the performance of the company. Hussey and Hussey (1997) collected the data 

from 293 companies of U.S for the purpose of studying the effect of HRM on HR effectiveness 

and its influence on the performance of the company. The results of the study showed that HR 

effectiveness has relation to skills, abilities of the workforce and also have association with firm 

market value and firm’s productivity. 

Moore and Buttner (1997) have collected the data from 405 companies of North America for the 

purpose of examining the association between HR policies and the performance of the firm. The 

study concluded that HC management increases the satisfaction level of employees, which 

enhances the loyalty of customers and as a result the firm’s financial position also increases. 

Effective and efficient planning of human capital has influence on the returns of company Zula 

and Carter (2000). Employees by increasing the  skills, knowledge enhances value to the bottom 

line. Goffee and Scase (1985) examined that practice of HR, performance of the company and 

work environment have relating. Singh and Vinnicombe (2003) have collected data from 82 

organizations of India for analyzing the relationship between practices of HR and companies’ 

performance. The study examined that there is a significant relationship between practices of 

HR and performance of the organization.   
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Dhaliwal (2010) analyzed that the practices of HR have significant association with the 

financial performance of the organization. Wright (1997) examined high and significant 

correlation between performance of the company and HR practices. 

The above studies shows the importance of investment of company in human capital, practices 

of HR and its association with the performance of the company and its productivity both at 

macro and micro level. All these studies had been conducted in the developed countries of the 

world. The main theme of this study is to examine the relation of human capital with the 

performance of the firm in developing nation of the world. 

Bosma et al in 2004 has verified the relationship between the performance of the firm and 

human capital.  Bosma et al in 2004  proves the connection between human capital and 

organizational performance and delivers sustenance for growth and exercise of human capital. 

Wachtel (1997) led an exploration to research the significance of human capital on the 

hierarchical absorptive limit concentrating on the assembling and benefit segment of Denmark. 

Absorptive capacity is taken as an independent and innovative performance as dependent 

variables. The results show the significant and positive relationship between the absorptive 

capacity, which is independent variable and innovative performance which is dependent 

variable. 

Hoyle & Kenny (1990) has conducted on the capabilities, abilities and competencies of the 

employees which is the major component for a firm to upgrade the intellectual workforce for the 

purpose of generating the creative and innovative culture. Previous studies showed that activity 

of entrepreneurs required a specific type of abilities, knowledge, training and experience. 
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The most important stuff which is observed in the existing research study is that top management 

has to take these activities and bounce back to uplift the fundamental skill and abilities of human 

capital and this is the requirement for maintaining the development within the organization. 

Dahl and Reichstein (2007) in their study observed the impact of human capital and social capital 

in innovative behavior of employees in different countries, concluding that there exist positive 

association between human capital and trust, while a little bit positive association between trust 

and innovative behavior of employees and a negative association is also found between civic 

behavior and innovative behavior of employees, and this study focuses on innovation up to a 

greater extent.  

Earlier works exposed that entrepreneurial behavior differs from nation to nation because of a 

change in culture (e.g. the Dahl and Reichstein 2007) further the outcomes revealed that human 

capital plays a significant part in getting innovation that is human capital performa as a 

facilitator. 

Research of Shaw, Carter, and Brierton (2001) “drove an investigation to know the impact of 

academic capital on the corporate business. They accumulated data by a method for analyst 

through the metal business with Iran. The hypothesis were recognized along these lines exhibited 

that academic capital is one of the basic wellspring of expanding centered edge and is helpful in 

enhancing the execution of the affiliation and in their change and is also valuable in propelling 

the entrepreneurial activities of the associations.” 

Results about likewise demonstrated that differing qualities in human capital are connected with 

the creative performance of the organizations since when the assorted gathering of individuals sit 
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together, share their data, information and innovativeness will result in latest creativity. Results 

recommended that top administration, firm’s cooperative attitude and different human capital 

assume a huge part in entrepreneurial execution. 

Allen et.al in 2008 proposed that university staff who is engaged in entrepreneurial activities are 

directly associated with patenting needs of that industry, this study was conducted in the 

educational sector of U.S In order to understand the association of entrepreneurship and human 

capital. It was observed that patenting endures an unmistakable part of staff business, 

particularly, basic activity that consequence in united authorized advancement and this 

association was tested by demographics like job tenure of respondents and age, and those 

employees whose tenure were long are more associated with these activities, the employees 

which ere older in age demonstrates more interest in patenting actions. These findings 

recommended that personnel skill and expertise are very imperative for the business because it is 

for the mutual benefit of both the parties.  

Intellectual capital, i.e. human capital is the main asset of the organization, but accountants are 

unable to measure that intellectual capital (Stewart, 1991). Johnson (2001) somehow succeeded 

in developing the framework that showed the relationship between the intellectual capital and the 

business strategy. The research was basically conducted on a company in magnesium industry 

and the results of the study depicted that knowledge is the main ingredient of the intellectual 

capital in the knowledge economy therefore without taking into consideration knowledge, 

current balance sheet and income statements are the poor tools to measure the performance of the 

company in the imminent future. As knowledge has replaced land, labor and capital as the input 

in the knowledge economy (Johnson, 2001) it is considered as the one of the distinct factors in 
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driving the revolution  accompanying with globalization of the economy, the value of the 

specialized knowledge. ( Prowess, 2005). 

Brain drain is the major problem in creating a deficit in the intellectual capital of a nation. The 

major contributing factors in brain drain are lack of employment opportunities, high competition 

for highly skilled and talented manpower and other factors such as studying abroad, freedom of 

expression, timing and quality of work, taxation, profit motives through business expansion etc. 

are also equally important. Russell in 1999 has highlighted five different channels responsible for 

the immigration of highly skilled personnel across the globe on the basis of different push and 

pull factors. According to his research, entrepreneurs are attracted to the foreign market because 

of the high profits and tax benefits. For students’ education and training programs offered by 

various international universities are more fascinating. Colleges and scientific names are the 

source of attraction for academia and scientists. Globalization i.e. expansion of business overseas 

has played a vital role in the mobility of management and executive talent abroad. 

Manev et al. in 2005 conducted research on the relationship between organizational human 

capital and organizational performance. A questionnaire has been used to collect the data from a 

sample of 237 employees working in executive positions in different organizations. For analysis 

purposes, different regression techniques were used. Researchers concluded that organizational 

human capital has a positive impact on organizational performance.  

Fairchild et al. (2009) conducted the research between human capital and firm performance. For 

this purpose human capital of managerial position from five different sectors were selected. Total 

respondents were 199. Structural equation modeling approach was used to test the relationship. 
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Investigators concluded that human capital has a positive association with organizational 

performance of employees. 

Simpson (2006) theoretically explained the relationship between human capital and its 

relationship with success of small firms. Researchers stated that if owner of the business have 

good human capital, then that will enhance the organizational performance. 

Cooper et al. (1988) conducted a meta-analysis in order to determine whether human capital 

matters for good organizational performance? For this purpose, scholars investigated 66 studies 

on the relationship between human capital and organizational performance. Researchers after 

thoroughly and critically investigating the 66 studies came to the point that human capital is 

strongly related to organizational performance. 

Mackinnon et al. (2001) stated that human capital has been getting attention globally due to 

saturation of a job market as the huge downturn took place in various economies. Now, 

developed or underdeveloped economies are focusing more on human capital in order to 

accelerate firm performance. Researchers concluded that focus on enhancement of human capital 

is strongly related to innovation in the organization and firm performance. 

By Gambetta (2000) human capital can be divided into general human capital and specific 

human capital. General human capital in the case of the entrepreneur is usually measured by the 

level of instruction and the total number of years of work experience. Specific human capital 

includes specific teaching of the company, specific skills related industry experience and 

management experience. Jennings and Cash (2006) indicated that innovation capacity and 

management of the management team are strongly associated with export performance and 
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business growth. Maurer and Ebers (2006) found that lack of management experience, skills and 

personality as well as other factors such as adverse economic conditions, poorly thought out 

business plans and resource starvation are the qualities main reasons due to which new 

businesses fail. The characteristic of high growth and low growth of small business is education, 

training and experience of senior management. Loscocco et al. (1991) evaluated the 

management skills, as measured by education of the founder, management experience, 

entrepreneurial experience, start-up experience and the experience of the functional area in 

relation to the performance of the new project. The results showed that the relative benefits tend 

to be high when the contractor has more education and experience in the industry. The results 

confirm the importance of education to another successful venture. Brown et al. (2002) also 

found that the level of talent gifted creator of a small business is not the only determinant of 

performance. In contrast, investment in human capital specific to the industry and the spirit of 

specific company contributes significantly to the performance of the small firm's founders. The 

result showed that human capital seems to affect all measures of performance (profitability, 

employment and survival).Ancient experience of the founder of the company in the industry in 

which he began his business seems improve performance measures. In addition, experience in 

activities related to business ownership increases the survival time of the company. Other 

empirical studies, such as Smallbone, Leigh and North (1995) found that managerial skills as 

measured by education, experience management, experience starting and knowledge of the 

industry have a positive impact on business performance. Lemon and Parzinger (2001) pointed 

out that the empirical research has achieved a series of results concerning the relationship 

between human capital and performance, but these results are not consensual. 
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Marimuthu et al. (2009) hypothetically investigated the impact of human capital development on 

association's standard performance. Researchers expressed that Human capital is getting more 

extensive consideration with expanding globalization furthermore the immersion of the 

employment market because of the late downturn in the different economies of the world. 

Developed and developing countries put stress on a more human capital development towards 

accelerating the economic growth by devoting necessary time and efforts. In this manner human 

capital advancement is one of the major answers for entering the worldwide stadium. In 

particular, firms must put fundamental assets in creating human capital, which has a tendency to 

greatly affect execution.  This paper examines the extent to which human capitals have direct 

impacts on firm performance from various critical perspectives. “Firm performance is viewed in 

terms of financial and non-financial performance. Finally, this paper develops a model that 

explains the relationship between human capital and firm performance.” 

 The human capitals’ conceptualization is firmly connected to a few essentials of financial 

matters and performance of the firm. The previous studies demonstrate that there are sensibly 

solid proofs to demonstrate that the mixture of 'human capital upgrade' in association’s advances 

inventiveness and more prominent performance of the firm. Concentrates additionally plainly 

substantiate the way that money related performance is absolutely affected through the thought 

of human capitals. In light of this, the comprehension of performance of firms in connection to 

human capitals ought not to be viewed as a marvel that just includes 'more zeros' in an 

association benefit. 

O' Donnell et al. (2001) examined the influence of intellectual capital management on the 

organizational performance of the taxation office in the North Khorasan province. They used the 

key variables; human capital, rational capital and structural capital. They used primary data. 
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Apply the simple regression model to analyze the relationship between intellectual capital and 

organization performance. The result showed that positive or direct influence of the intellectual 

capital on organizational performance. 

Remenyi et al. (1988) studied the intellectual capital performance that will be reflected by annual report 

and its impact on financial returns of Modaraba companies. This report studied the performance of three 

main components of value added intellectual coefficient (VAIC) i.e. “Human capital efficiency (HCE), 

Social capital efficiency (SCE), and Capital employed efficiency (CEE)” and its influence on Modaraba 

corporations.  They used the “VAIC” as a measure to evaluate the efficiency of the corporations. They 

collected the data from different Modaraba companies and rank the companies on the base of the annual 

returns. They used the simple regression model. The result showed that all the Modaraba companies 

having better performance of human capital coefficient (HEC) relative to the other component which 

predict that the significant relationship between the HEC and performance of Modaraba companies. And 

other two components also have a significant relationship with the financial performance of Modaraba 

companies. 

Korunka et al. (2010) studied the impact of intellectual capital on the organizational performance of 

electronics SMEs which are operating in the manufacturing sector of Pakistan. They used the key 

variables, i.e. Human capital, Structural capital, Customer capital. They collected the data by using 

sampling techniques. They used the multiple regression models to test the relationship between the 

component of the intellectual capital and the organizational performance. They constructed the 

Cronbach Alpha value to check the reliability of the data which concluded that the scales which they 

used in the research were reliable. The result showed that the direct and the positive impact of the 

intellectual capital on the organizational performance of the SMEs in Pakistan.  
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Jansen et al. (2013) surveyed the effect of intellectual capital on the organizational performance of the 

Nigerian banking sector. They used the Human capital and structural capital component of the 

intellectual capital. They used the primary data techniques. Cronbach alpha value was used to evaluate 

the reliability of the data. Chi-Square statistical test were used to check the relationship between the 

intellectual capital and organizational performance. Chi-Square is helpful to show the relationship 

between events. The results show that there was a positive and direct impact of human and Structural 

capital on the banking sector of the Nigerian. 

Aidis et al. (2007) investigated the influence of intellectual capital on organizational performance of the 

Jordanian Telecommunication Company. They used the variables such as; Human capital, Social capital, 

Structural capital, Rational capitalized in his report. They collected the date through the primary source. 

They employed the statistical techniques such as; T-test, AOVA test, correlation and multiple regression 

analysis on collected data. The result indicates that the intellectual capital directly influence the 

performance of the organization. The empirical result also indicated the strong inter- relationship 

between the component of the intellectual capital (Human, Social Structural, Rational) and organization 

performance. 

Neergaard et al. (2006) examined the influence of intellectual capital on organizational performance of 

the Islamic banking sector in Malaysia to the intellectual capital. Human, Structural, Customer capitals 

were used as the independent variable component of the intellectual capital. They collected the data 

through the primary sources. They used the random sampling techniques to analyze the data collected 

from primary source. To test the reliability of the data they employed the Cronbach Alpha value. 

Pearson correlation and multiple regression statistical tests were used to show the relationship between 

‘IC’ and organizational performance. The result of the Pearson correlation illustrated that the correlation 
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between components of ‘IC’ and organizational performance were significantly positive and from the 

regression model showed that the component of intellectual capital positively influences the 

performance of the company of the Islamic banking in Malaysia. 

To examine the association between human capital and the performance of the company a meta-analysis 

was conducted by Crook et al in 2011. Research showed that investment in human capital results in 

better performance of the firm at the macro as well as at the micro level. However, there is need of more 

capital plus time to improve the human capital. 

“To clarify what is known, we meta-analyzed effects drawn from 66 studies of the human capital-firm 

performance relationship and investigated 3 moderators suggested by resource-based theory. We found 

that human capital relates strongly to performance, especially when the human capital in question is not 

readily tradable in labor markets and when researchers used operational performance measures that are 

not subject to profit appropriation. Our results suggest that managers should invest in programs that 

increase and retain firm-specific human capital.”  

For increasing the innovation in the firm knowledge has more importance as compared to other 

factors (Norris and Inglehart 2006). Value can be added with the help of more knowledge 

through non-tangible assets for example; the abilities of the workforce, recognition of brand and 

customer relationship. All these non-tangible assets are described as intellectual capital. It is 

defined as knowledge which can be converted into the value Fennema and Tillie (1999). Many 

studies have proved that intellectual capital is positively correlated with value of corporate and 

also has an influence on the future as well as on present performance (Youndt and Snell, 2004). 

The rise in the economy of knowledge based enhanced the value of intellectual capital as a non-
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tangible and also important for the competitive advantage and sustainability of the company 

(Roper and Scott 2009). 

There is doubtlessly part of an association's knowledge lives in the general population who 

structure it. The value of the knowledge of the employees relies on their capability to add to the 

accomplishment of a competitive advantage. The latest research proposes that human capital 

quality and specifically the officials' human capital; clearly affect companies’ results (Hughes, 

1994). In this manner, Unger et al. (2006)  study that “despite the firm's resources  and  

capacities  have  added  some  value  in  the  past,  changes  in  customers' demands, in the 

industry's structure or in technology may turn them into less valuable in the future”. 

Consequently, it is vital to oversee workforce, their skills and knowledge in a manner that the 

association can generate a competitive advantage. 

Keeping in mind the end goal to be a wellspring of upper hand, HR must make hierarchical 

worth. Assets are significant in the event that they permit the association to create procedures 

that enhance productivity and viability (Barkham, 1994).  

Generally it is observed that human value is of great importance and novel because it has the 

ability to provide tactical advantages which are more expensive as its bureaucratic cost is 

connected with its disposition and growth. Organizations should develop in the human capital 

because it will enhance the potential and distinguishing characteristics of employees and for this 

purpose enterprise should implement a human resource management system that develop the 

expertise and long term associations of employees (Rubin, 1975; Lerner et al. 1995).  
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Investment in human capital enhances employability and in this manner labor flexibility 

(Grootaert et al. 2004). Employees who have appropriate training and education are having 

larger opportunities of employment, i.e. they are able to get more jobs and perform many 

tasks in the company. By Harding et al. (2006) one advantage of this “resource flexibility” is 

that it upgrades the capacity of the association to convey its workforce successfully, and in 

this way, enhance the performance of the firm. 

Baron and Kenny (1986) inferred that just human capital with important and extraordinary 

information and knowledge is a vital resource. Henceforth, as prescribed by Boyatzis (1998), 

organizations ought to choose and hold workers of this sort, as they produce human capital 

favorable position. Be that as it may, knowledge, information, abilities and mastery have a 

tendency to endure a specific level of out of date quality. Organizations can act to keep this 

by utilizing certain sorts of HRM practices, as additionally expressed by Boyatzis (1998) and 

Snell et al. (1996). 

A company can take competitive advantage through employees who have knowledge and 

abilities if the organization adopts the proper method of personal management. This will 

encourage the upgrading and handover of this knowledge in the c o m p a n y .  It has been 

shown experimentally that the human capital of an organization turns into a key resource which 

helps the firm for gaining the competitive advantage. 

Torrington, Hall and Taylor (2007) state that the significance of human capital relies on upon 

the extent to which it adds to the generation of competitive advantage. From a financial 

perspective, transaction-costs theory demonstrates that organizations pick up a competitive 

advantage when they claim firm-particular assets that can't be duplicated by adversaries (Wolf, 
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2006). In this way, as the unique way of human capital builds, firms have motivations to put 

assets into its administration to the point of lessening dangers and gain by its profitable 

potential. 

Mandatory human capital (high value, low uniqueness) is not particular to a specific association 

and workforces are free, inside of specific points of confinement, to offer their abilities 

wherever they can accomplish the best return (Roomi, 2009). Because of this transferability, 

theory of human capital recommends that associations would not be prone to invest in such type 

of human capital (Becker, 1964). Rather, associations might depend on particular staffing 

procedures to distinguish potential workers with the proper aptitudes to create prompt 

efficiency. The enlisting association basically pays the business sector rate (or above) for these 

workers. These practices describe a business sector based human resource framework (Lepak 

and Snell, 1999). 

2.5. Social Capital and Organizational Performance 

Social capital gives a valuable contention to proactive instruments by which workers can 

accomplish more prominent execution (Thompson, 2002). Social capital speculation battles that 

its arrangement of relationship chooses the extent to which one can get to information, affect, 

and changes within an affiliation (Burt, 1992). The capital is fundamental to the effective 

collaboration and interpersonal coordination (Bandura and Walters, 1963). Social capital makes 

the occupation less demanding and encourages aggregate financial and group improvement. 

Social capital is a key source in light of the way that people participate more reasonably when 

they know one another, “grasp one another, and trust and identify with one another.” 
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Orhan and Scott (2001) empirically assessed the impact of social capital on organizational 

performance. For this purpose, researchers collected data from a sample of firms listed in Ghana 

Club 100. Questionnaires followed by interviews were conducted in order to determine that 

social capital is related to organizational performance or not? Data was also collected on 

demographic of respondents. Researchers concluded that strong social networking is very 

necessary for Ghanian organizations in order to increase the knowledge sharing and enhance 

their organizational performance. 

Chaganti et al. (2002) studied the relationship with social capital and other variables for 

example, learning of the organization, innovativeness and performance. Questionnaire technique 

was used to collect the data from respondents. The results showed that strong social networking 

enhances organization learning. Similarly, social capital also enhances organizational 

performance. 

Laroche and Merette (1997) conducted a research on urban public schools in order to define the 

effect of social capital on organizational performance. For this purpose, data were collected from 

principals, teachers, students and parents of 88 urban schools. It was investigated that strong 

internal social capital (relationship among teachers) and external social capital (relationship 

between principal and external stakeholders) does affect the performance of students. 

Strong social associations between relationships, to be particular, social capital, increase shared 

trust amidst associations, and it reduces the trade cost of exchange of advantages between 

affiliations. New associations may have stunning prospects in case they make strong social 

capital at an early period of the association. For new firms, social capital expects an essential part 

in perceiving entrepreneurial open entryways and getting outside resources. Aldrich and Zimmer 
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(1986) found that the social association is key for recognizing opportunities, test musings, and 

acquiring of benefits for new organizations. Past studies demonstrate that the effect of corporate 

framework of legitimate change is sure (Hansen, 1995). Social capital can be seen as a system 

that interfaces, organizations, and accordingly encourage the business to perform well and 

accomplish upper hands (Bates 1990; Parcel, and Menaghan, 1994). In this way, the sections of 

social capital, to be particular social affiliation, relationship quality, and outside associations, 

misuse new associations to benefit from the resources and learning, to decrease trade costs 

amidst affiliations, and influence execution. Thusly, one can gauge that the capital of the new 

association ends up being more positive, the best execution will be. It was concluded by Chell et 

al. (1991) that social capital has a positive impact on the performance of new ventures. 

Olson and Bokor (1995) studied the impact of social capital on the development of financial 

institutions. The results suggest that social capital has an influence on the growth of a financial 

institution, especially through contacts with other entrepreneurs. Social capital helps financial 

institutions to exploit the resources in the external environment and successfully pave the way 

for new markets. Access to financial capital is one of the determinants of success of financial 

institutions. Neergaard et al. (2006) agreed that the networks also help a company learn 

appropriate behavior and therefore get the necessary support from key stakeholders and the 

general public. Robson and Bennett (2000) examined the reasons why the Chinese, Indian and 

Korean financial institutions have been successful in the diaspora. Hauser and Zaslow (2002) 

found that social capital helps financial institutions to internationalize. Gundry and Welsch 

(2001) found that social capital of financial institutions in South Africa is limited. Very few 

financial institutions in South Africa engage in networks, such as professional associations. 

Kilby (2002) and Ahl (2002) argued that networks contribute to business success and continuity. 
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However, it seems to be a difficult experience of South African entrepreneurs to establish and 

maintain business networks that operate efficiently. Robson (2002) noted that empirically, 

relations between social capital and other variables such as economic development, performance 

of the organization, especially the performance of the innovation are not unequivocal. Acquaah 

(2007) decided that the effect of social capital on the activities and business performance is 

complex and there is evidence to suggest that social capital does not always benefit the results of 

business activities in improving the performance. Renzulli et al. (2000) and Arneil (2006) found 

that all measures of social capital can improve the performance of the company. 

Anderson et al. in 2007 conducted a research on the relationship of social capital with 

organizational performance in Iran. From social scientists' point of view, entrepreneurship is a 

process placed in a variable network of social relations which can limit or facilitate 

entrepreneur's relation to resources and opportunities. Most of the previous research on 

organizational entrepreneurship has been determined personality characteristics of entrepreneurs 

and has been criticized for not considering a network of social relations or social capital. 

Moreover, nowadays industrial organizations and factories in Iran, especially the steel industry 

as the major factor in the industrialization of our country, don't have a serious outlook towards 

entrepreneurship and this can have different reasons including ignoring the social relations. The 

research method used is of correlation type and 162 managers from Iranian steel industry were 

selected as the sample using stratified random sampling method. Data was collected using a 

questionnaire and the results were analyzed through stepwise regression analysis and Pearson 

Correlation Coefficient. SPSS was used for testing hypotheses and the results show that the 

primary hypothesis and two secondary hypotheses are confirmed, i.e. there is a significant 
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relationship between social capital (structural and quality dimensions of social capital) and 

organizational entrepreneurship. 

Edwards et al. (2003) stated that development, management of economical capitals, physical 

capitals, and manpower play the most important role in the traditional viewpoints on the 

management. Social capital is more necessary than economical capital, physical capital, and 

manpower to develop in the new age because it is impossible to utilize other capitals effectively 

without mentioning capital. A society which wasn’t enough social capital will destroy other 

capitals. Therefore, social capital is considered as the heart of the matter in organizations and 

those managers who can gain more developers and more production of social capital related to 

society are considered as successful managers. The present investigation has been steered for 

examining the impacts of social capital dimensions on organizational citizenship behaviors in 

Iran Carpet Joint stock Company. It was conducted using descriptive-correlation method and 

hypotheses were tested through Spearman rank correlation coefficient by using SPSS19 

software. The results of the survey reveal that there is a direct relationship between various 

dimensions of social capital and organizational citizenship behaviors in Iran Carpet Joint stock 

Company. Friedman variance analysis and binomial distribution tests demonstrated relational 

aspects of social capital has a higher average than other aspects and social capital status among 

managers and employees of Iran Carpet Joint stock Company is at a desirable level. 

The relationship between social capital and performance at the level of organization was studied 

by Leenders and Gabbay (1999). Researchers concluded that internal social capital as well as 

external social capital, both has influence on the performance of the organization. Researchers 

have checked hypotheses on the basis of data which they have collected from students, parents 
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and teachers of eighty eight government owned schools. The study’s results showed that internal 

and external capital has influence on the performance of students in reading and mathematics. 

Dench et al. in 2002 studied the relationship between mental illness and social capital. They 

systematically examined how social capital can impact the mental health of nations, national and 

international organizations. For this purpose authors studied various papers counting the 

relationship between social capital and mental health. Their work resulted in twenty one studies 

out of which fourteen studies calculated social capital at the individual level while remaining 

seven studies measured at the ecological level. The results of earlier studies showed the inverse 

relationship between common mental disorders and cognitive social capital. However the 

relationship between childhood mental illness and cognitive, social capital, and combined impact 

of common mental disorders and the social capital was found moderately inverse. The results of 

remaining seven studies were difficult to summarize because of diversity in methodology, 

outcomes of mental illness and the populations investigated. They concluded their studies by 

making an assertion that individual social capital and the ecological, social capital measurements 

were different on the basis that individual social capital can be projected as a measure of 

respondent’s appraisals for their social capital, their participation in the community and for their 

environment. 

Hussey and Hussey in 2003 examined the relationship between social capital, transfer of 

knowledge and networks by defining how transfer of knowledge between network members can 

be affected by the different dimensions of social capital networks. According to them networks 

facilitate the access of the firm to knowledge, technologies, markets and resources, etc. In order 

to study the impact of different social capital dimensions and network types on transfer of 
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knowledge three common network types’ i.e. industrial districts, strategic alliances, and 

interoperate networks along with their cognitive, structural and relational dimensions were 

distinguished by the authors on the basis of the social capital framework. Then they linked the 

conditions that assist in the transfer of knowledge with these social capital dimensions. The 

results of their study showed that in order to have proper knowledge transfer the firms should 

deal with social capital beforehand because different network types have different social capital 

dimensions which ultimately affect the knowledge transfer. 

Patton in 1990 examined the relationship between managerial performance and managers’ social 

capital by comparing two social capital dimensions i.e. 1) structural embeddedness and 2) 

relational embeddedness. For this purpose he studied a sample of 120 sales and product 

managers in fortune 100 pharmaceutical companies. The results of his research conducted with 

managers showed that managerial performance can be affected by both dimensions of social 

capital but in unique ways. Structural embeddedness explains more execution oriented and 

routine tasks while relational embeddedness explains tasks related to process and product 

innovations. He concluded that social capital persuade resource exchanges which in return 

becomes a contributing factor in creating value behaviors. 

 Polletta and Jasper in 2001 for the first time defined and studied the group social capital. 

According to them, it’s the member’s social relationship within group and in formal and informal 

organizations which made the resources available to the group. The group performance 

efficiency is directly related to the availability of the adequate group social capital resources. 

There are many ways, but bridging relationships and close relationships are two main ways 

(Burt, 1998), through which the group social capital resources are available to all the members in 
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the group. The authors developed a model which showed how the group efficiency and group 

social capital resources are maximized by creating a balance in different ways of collecting 

social capital resources. 

The relationship between social capital and internet was investigated by Denscombe in 2003). 

The results of earlier research showed that the relationship between social capital and internet is 

hard to define for the reasons that 1) absence of proper measurement tools and 2) television (off-

line media) research showed a lack of response on theoretical framework. It is observed that the 

level of social interaction is different at the different platforms of both television and internet 

because people spend most of their time online. Therefore the author measured two different 

types of social capitals, in offline and online conditions, named bonding and bridging by 

developing a scale on internet social capital. The results of his research showed that bonding and 

bridging are two different but interrelated dimensions of social capital while some concepts that 

related to the bonding dimension of social capital were not confirmed through his analysis 

because of the deviation of Out-group antagonism from the bonding scales. 

Davidsson and Henkerson in 2002) investigated the impact of cognition and social capital on the 

entrepreneurial opportunities. It is generally accepted that within the organization, 

entrepreneurship is of great importance in enterprising the new ventures through taking 

advantage of opportunities. The earlier researches highlighted that these are the personality traits, 

demographic factors and psychological factors which influence the entrepreneurial behaviors and 

distinguish the individuals who take advantage of opportunities from those who don’t take 

advantage. The scholars developed a model that explains some internal and external factors i.e., 

cognition and social networks that help in defining why some individuals are more 
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entrepreneurial opportunist than that of others. The results of their research showed that although 

both social capital and cognition define the opportunist behaviors of entrepreneurs, but it is 

supported by many researches of Baron, 1998, Simon et al., 1999 that cognition plays more 

imperative role in the development of entrepreneurial opportunities. 

Wang and Altinay in 2012 examined the influence of social capital on the contribution of 

knowledge in the presence of the electronic networks of practice. Electronic networks of practice 

are computer oriented platforms that facilitate the individuals to interchange ideas and advice 

with others based on common interests of individuals by keeping in mind the problem of the 

practice. As there is no evident benefit available to the facilitators therefore the basic motive 

behind helping the strangers in these electronic networks is still unknown. For this purpose the 

scholars examined how social capital and individual motivation can impact the knowledge 

sharing in electronic networks by studying the theory of action. They also empirically tested a 

model of knowledge contribution through using contact analysis data, surveys and networks. The 

results of their study showed that the individuals are more willing to share their knowledge when 

they have enough experience to share, are structurally embedded and when they feel that 

knowledge sharing helps them image building in the society. Moreover, that knowledge 

contribution is self-less without any expectation of reward from beneficiary of knowledge. 

 Davidsson and Honig in 2003 measured the social capital and predicted finance decisions using 

the experimental finance. Economic theory argued that difficulty in the enforcement of contracts 

results in the market failures. These failures can be solved through the help of the social capital. 

Contracts can be accomplished only when there is an element of the mutual trust and confidence 

among the individuals. This may indicate that mutual trust is an important input for both the 
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micro and macroeconomic outcomes. In developing countries the trust game has become an 

important tool which is being investigated in the research laboratories of many colleges and 

universities of the world (Davidsson et al. 2002). These studies revealed that individual 

relationships and the attitudes among the players are directly related to their behaviors in the 

trust games. These are the trusty games which paved the way towards the investigation that non 

laboratory decisions can also be predicted through experimental economic games. The results 

were proved through conducting a game between two players in the presence of an administrator. 

Fielden et al. in 2003 examined the role of social networking sites such as Facebook on social 

capital formation and maintenance. For this purpose they conducted research on the usage of 

social networking sites by the undergraduates of Michigan State University and studied their 

effect on individual psychological well-being, integration in college life, and on the formulation 

and maintenance of social capital.  Facebook is a social networking site which is ranked at 

number seven in popularity with respect to page views on the entire web (Claridge, 2004) is 

being used by the people of all ages, particularly by students of universities was established on 

the basis of Harvard social needs to recognize with individuals at homes (Morrow,1999). Like 

other social networking site Facebook is playing a vital role in accumulating social belonging of 

individuals through facilitating them to make their own personal profile, find new friends, and 

join new groups on the basis of their interests. The scholars measured propensity of using face 

book by differentiating between member and nonmember users on the basis of demographics. 

The results of their research showed that out of sample 94% students were the members. Old 

students had a low propensity to use Facebook while on the campus; students had more 

propensity to use Facebook. The results also revealed that as there is no such difference between 

members and nonmembers on the basis of income level, gender, ethnicity yet the members 
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showed higher satisfaction with the use of Facebook because of sense of higher social belongings 

and bridging that they developed through the use of Facebook. 

2.6. Human Capital, Social Capital and Organization Performance 

Adler and Kwon (2002) highlight data just like the main direct purpose of preference of social 

capital. They combat that social capital urges access to more wide wellsprings of data and 

enhances the quality of information, critics and favor. These conditions grant persons to improve 

their understanding through standard coordinated efforts with partners. 

Rees and Miazhevich (2005) expressed that the unique estimation of human capital could be 

updated by social relations and fundamental dispute is that, given talented and sound individuals 

from a different game plan of controls, an arrangement of rich, social affiliations can decrease 

the measure of time and venture which is required to collect information and can serve as a 

critical course to learn scattering and trade. 

Human capital and social capital implanted in workers are seen as the main part of intellectual 

capital, since with the help of knowledge and training intelligence can be created by the members 

of companies (Gem, 2007). People with increasing investment in their own human capital could 

create professional skill, expand efficiency at work, and afterward get prizes from associations 

(Krishna and Uphoff 2002). 

People increase social capital on the grounds that, in contrast with others, they involve more 

beneficial system positions, which permit access to different type of individuals with the 

fundamental data and the opportunity to add to organizational working, in this manner, 
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increasing more constructive career results, for example, speedier advancements (Burt, 1992) 

and career success (Sackmann, Flamholz and Bullen 1989). 

Thus, human and social capitals are not independent or explanatory variables; rather, they 

communicate to enhance innovative performance. Campbell and McLean (1999) contend that 

abnormal amounts of social capital can upgrade the aptitudes and abilities of people (human 

capital). In addition, Baldwin et al. (1994) have shown that a person who is central in the social 

organization is, after some time, ready to collect knowledge regarding the problems of tasks. 

This ability not just empowers the focal individual to resolve the problems, additionally serves as 

an esteemed asset for future trades with colleagues. 

An organization's   human   capital   also improves   the organization’s   learning   and   

innovation abilities. Association's included in advancement forms frequently utilize outside 

knowledge. This capacity is formed by the company's entrance to knowledge specialists who get 

data, assess the imperative of it, and use it to develop effectively (Hansen, 1995). Besides, 

overflows from different firms’ knowledge can all the more effortlessly be received and 

imitated by associations with larger amounts of human capital (Barro et al. 1993). Tsai and 

Goshal (1998) show that the social measurement of social capital absolutely impacts asset trade 

and the co-appointment among the general population included, which, in the meantime, makes 

esteem for the firm through its consequences for item advancement. 

Consequently, social capital and human capital are not explanatory variables; rather, they 

interact to improve innovative performance. Additionally, Baldwin et al. (1994) have 

demonstrated that a man who is focal in a social network is, after some time, ready to gather 

information about task-related problems. This mastery, not just empowers the focal individual to 
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take care of issues promptly, additionally serves as an esteemed asset for future trades with 

colleagues. Human capital might be the starting point of all learning and knowledge wants that 

people trade and share bits of knowledge, learning and mental models, which speak to social 

capital (Schwartz, 1976). Given that advancement is basically an activity in the joint effort, 

social capital assumes a key part both straightforwardly enhancing human capital and focusing 

on its impacts on development. Along these lines, enhancing the knowledge of employees and 

making the circumstances for sharing it are issues that merit consideration. 

The human capital of a company can increase the learning and innovation capabilities of a 

company. Companies use external knowledge most of the time if they engaged in the process 

of innovation.  This capacity is molded by the company's entrance to knowledge specialists 

who get data, assess the vitality of it, and use it to enhance effectiveness (Hansen, 1995). 

Experience and education both are the main foundations of the human capital. Companies are 

better capable, utilizing human capital, to adjust consistently to changing circumstances in the 

outer environment, to see new open doors and dangers, and to increase competitive advantage. 

Informal organizations are critical in light of the fact that accomplishing new abilities and 

capacities may be encouraged by collaboration in social networks, and improve a man's learning 

catch and comprehension. Social capital could be perceived as the whole of genuine and 

potential assets a man/association can get to or infer through enrollment in systems (Knack and 

Keefer 1997; Nahapiet and Ghoshal, 1998). 

There are few opposing results which are available in the literature regarding the social network 

and human capital on the performance of firms (e. g., Fischer et al. 1993), and this is a 

motivation behind why it appears to be important to expand the extension with the advanced 
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level of firms. The backing picked up from human and social capital might be very various for 

companies that have been a first mover or a late supporter in their industry segment, or to hold a 

position in the middle of, in light of the fact that their requirement for assets is distinctive 

(Lichtenstein and  Brush 2001; Fielding, et al. 1986). What might likewise have any kind of 

effect is the improvement phase of the item / handling and whether the firm as of now has a 

strong business sector position or is still occupied with advancement exercises (e.g. Gibb and 

Davies 1990). 

2.7. Exploring the Moderating Influence of Social Capital 

The theory of social capital was established on reason that a system gives worth to its individuals 

by permitting them access to the social assets that are installed inside of the system (Sappleton, 

2009). 

For workers of R&D, the blend of intersection team limits, and connections with outsiders to 

construct social capital, grows open doors for getting to and gathering data of product 

advancement (Schumpeter, 1934). Additionally, Arenius, and Kovalainen, A. (2006) have 

demonstrated that teams want to oversee “boundary-spanning” associations with outsiders 

keeping in mind the end goal to pull in essential data and political assets that build the 

effectiveness of teams. Moreover, it is the “leaders – the manager, officers, and supervisors” -- 

that take on these boundary-spanning activities (Verheul, a n d  Thurik 2001). Thus, we regard 

boundary-spanning activities of the team leaders as teams’ social capital. 

The theory of social capital suggests that social resources have indirect and direct influences. 

Coleman (1988) claimed that the beneficial capability of social capital lies in its capacity to 
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upgrade human capital. Bourdieu (1989) has collected data through interview of thirty six R&D 

researchers, observing that social capital is useful for trading data and assets with outside artists. 

The teams of R&D are able to solve the problems of work and collect capabilities and human 

capital with the help of interaction with outsiders (Tendler and Freedheim 1994). Also,  outsiders 

recognize the team leaders’ roles of boundary-spanning who maintain the interaction with the 

other members of the team. Buttner and Moore (1997), boundary-spanning behaviors of the team 

leaders for example, constructing the positive picture and scouting data for teams, can elevate 

access to critical assets important to keep up and enhance performance (Kyriacou, 1992). 

In this manner, “social capital - team leaders' boundary-spanning behaviors” - upgrades human 

capital, as well as impacts the influence of high-participation HR frameworks on human capital. 

In light of the entrance to vital data and assets coming about because of social capital, high-

contribution HR framework could abuse its adequacy for the aggregation of human capital. 

2.8. Human Capital as Moderator 

Alshekaili, and Boerhannoeddin (2011) investigated the relationships among different variables 

like organizational support and innovative performance were discussed. Moderation test was run 

to analyze the moderation between human capital and dependent variables which were 

innovative work performance and organizational support of employees. Organizational support 

was distributed in five dimensions, including appropriate consumption of rewards, management 

backing for idea creation, time as source apportionment, patience for risk-taking and 

independence as decision making. The individual relationships of these variables were analyzed 

with innovative performance and results concluded that there exists significant positive 

association among the tolerance for risk taking, management support with innovative work 
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performance of employees working in the specific sector and no such association exist between 

reward management system and resource allocation system in an organization while negative 

relationship exist between innovative work performance of employees and independence in 

taking final decision, further it was observed that human capital which is working as mediator 

proved that if there exist some sort of hurdle in organizational support then human capital have 

the ability to bring some innovative and extra role performance of employees and if 

organizational support in association with human capital ends then innovative and creative 

performance of employees can’t be improved. Current study pooled two positive teamsters 

which are human capital and organizational support having an idea that when come together will 

end in abundant upsurge in new and creative performance. Investigators recommended that 

balancing association belongs to human capital and organizational support that one teamster is 

inferior to the other driver will organize a harmonizing consequence on the inventive 

performance of the establishments. Research of  

2.9. Social capital as Mediator 

Anthias (1993) found in his research the association among social capital, individual on the job 

performance and organizational citizenship behavior of employees in the banking sector of 

Indonesia, data was collected through questionnaires, tested by its validity and reliability for 

content analysis, which were circulated among 636 tellers of 128 different branches of banks 

located in 18 big cities of Indonesia. Structural Modeling Equation (SEM) was implemented for 

the analysis of research framework and its results explained that sportsmanship is not affected by 

altruism and courtesy while other including structural, relational, and cognitive social capital got 

impacted.  
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2.10. Research Gap 

After going through the literature, it has been observed that the impact of human capital and 

social capital has been seen on organizational performance. But according to researcher’s best 

knowledge, none of the study has treated social capital as moderator. Social capital is taken as a 

moderating variable because it is a contingent factor that can affect the relationship between 

human capital and organizational performance.  So, in the present study, the researcher is going 

to propose a model, in which social capital will be treated as a moderating variable between 

human capital and organization performance. 

2.11. Summary 

In this chapter, researcher has given details about different studies already conducted in this area. 

After that, research gap is given on the basis of which present study has been conducted.  Next 

chapter is going to discuss about the theoretical framework of the study.  
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CHAPTER 3 

Human Capital, Social Capital and Organization Performance: Theoretical 

and Conceptual Framework 

This chapter focuses on a theoretical model that has been developed on the basis of research gap 

established after thorough study of literature review. On the basis of the relationships established 

in the theoretical model, testable propositions are proposed in order to testify them. Then the 

variables are identified and hypotheses are developed. In order to test the hypothesis, data are 

collected through a structured questionnaire.  

3.1. Introduction 

Three variables under study are: human capital, which is independent variable, social capital, 

which is moderated and organization performance which is a dependent variable. Now-a-days it 

has become difficult to forecast the measures of competitive advantage due to rapidly growing 

competition. In order to be competitive, time has changed from focus of organizations on land to 

steam engine to human capital. Organizations are trying to focus on human capital as their core 

asset. According to Smith and Kulynych 2002 shift has taken place from a focus on technology or 

finance to human talent in order to be remain competitive. Previous studies showed that different 

methodologies are used to measure human capital, but a universal framework to measure it has 

not been proposed yet. 

The theoretical framework proposes how human capital can be used to enhance organization 

performance. Different measures of human capital are knowledge of employees, experience of 
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employees, professional experience and cognitive ability of employees. Different studies have 

been conducted to see the impact of these dimensions on organizational performance. 

Subramaniam et al. in 2003 examined that human capital becomes an asset for the organization 

when their knowledge and experience is distinctive and valuable. Roos and Roos (1997) stated 

that human capital becomes valuable when the investment is done in increasing their knowledge 

and skills. Those individuals who have distinctive and valuable knowledge and experience 

gained advantage in the organizations and become a source of competitive advantage for the 

organizations. 

3.1.1. Human Capital Theory 

The human capital’s theory is established from the theory of macroeconomic advancement. 

(Schultz, 1993). 

Labor was considered a goods or service provider whose goods or services can be exchanged for 

monetary terms. This concept of Classical Economic Theory focused on misuse of human capital 

through capital. But today’s era does not exploit human capital through capital rather focuses on 

knowledge, and skills of human being and tries to improve those knowledge and skills through 

education and training. Becker in 1993 emphasized the importance of human capital and stated 

that human capital is important from both social and economic perspectives. Scholar stated that 

investment in human capital through education and training is the most valuable investment.   

3.1.2.  Social Capital Theories 

Social capital appreciates awesome money in a multi-disciplinary examination. Today's idea of 

social capital, however is an aftereffect of a blend of functionalist, basic and discerning 
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hypothetical conventions and these customs has to a great extent decided the procedures with 

which the idea has been considered both between and inside of sociologies. Thus, social capital 

means distinctive things to various social researchers, especially on the off chance that it is 

lifted from the person to the total level to portray groups, areas or states. 

The idea of social capital attracts thoughtfulness regarding the impacts and outcomes of human 

amiability and connectedness and their associations to the people and social structure. The idea 

is not by any means new. In different structures, it has been conjectured by Durkheim, 1938; 

Quibria, 2003, p. 1; Portes 1998, p. 7-8). Different creators have convincingly followed these 

topics to later and assorted belief systems (Schuller et al., 2000, p. 13). The medications of 

social capital by Bourdieu, Coleman and Putnam might have some ongoing themes, yet their 

distinctive hidden belief systems make incorporation of the idea troublesome. 

3.1.2.1.Formulation by Bourdieu 

Bourdieu in 1984 defined social capital as ' the strong network of mutual institutional 

relationships or recognitions and considered it as the most important resource for the 

organization”. Scholar further focused on the size of networks and the number of social relations 

gathered in the last number of years as a resource for the organizations. Scholar stated that larger 

social networks are a source of profits for an organization. This profit may not be economical but 

gradually can lead to economic profits. The potential of social profits to lead towards economic 

capital and control of capital are different according to scholar and are main concept of 

researchers’ theories which relates to social reproduction and social space.  
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3.1.2.2.Formulation by Coleman 

In 1988, Coleman's gave a thought about social capital, which relates to Bourdieu’s (1984) point 

of view about social capital yet from a totally distinctive point of view. For Coleman, 1988) 

social capital 'comprises of the few parts of social structures, and encourages specific activities of 

performing artists, whether people or company on-screen characters inside of the structure'. 

Coleman embraces a center line among two hypothetical customs. First one is the perspective of 

functionalist about social activity which is molded by social structure. Another one is rational 

perspective which proposes that on-screen characters' objectives are controlled by utility-

amplifying quest for his/her self-interest (Coleman, 1988, p. S95). 

3.1.2.3. Formulation by Putnam 

All the hypothetical codes recommended or inferred by Coleman have given the principle motor 

to Putnam's definition of social capital. For Putnam (1995) social capital alludes to 'elements of 

social companies, for example, systems, standards and trust that encourage activity and 

participation for common advantage'. According to him, social capital is a feature that can be a 

helper of relational participation. As he puts it, 'cooperating is simpler in a group favored with a 

generous load of human capital’. According to the perspective of Putnam, these elements can be 

viewed as a total quality to such an extent, to the point that it can turn out to be consequently 

equal across different urban communities, areas and even nations. 
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3.2. Proposed Theoretical Framework 

By keeping in view the literature given in the previous chapter, and detail about theories of 

human capital and social capital, researcher have proposed following model for research 

purpose: 

Human Capital is considered to be a most important asset of any organization and is found to 

have great impact on performance of the organization. Social capital is considered a situational 

factor which affects the connection between organizational performance and human capital. 

 

Fig 3.1. Proposed Research Model 
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3.2.1. Hypothesized Theoretical Model 

A theoretical model for the present study is drawn below in Fig 3.2 as indicated by the grouping 

of the hypotheses. Sequence of the hypothesized model is additionally introduced in 

hypothesizing model. To help considerate, the planned structure is isolated into two segments in 

view of causal relationship bolts that portray the connections among these constructs. For the 

purpose of collecting the primary data, surveys will be conducted to check these hypothesized 

connections. 

Figure 3-2 hypothesizes a relationship between human capital and organization performance.  

Research  hypotheses  H1   to  H3  propose  that  human capital  may be  dignified  through  

such  dimensions  Knowledge, Experience, Professional Proficiency and Cognitive Ability.  

 The human capital can affect the job, life and career satisfaction of employees, which are 

indicators of organization performance. This set of hypotheses (H1–H3) considers that there is a 

positive and significant relationship between an independent variable which is human capital and   

dependent variable which is organizational performance. 

 

Figure 3.2. Human Capital and the Organization Performance 



76 
 

 

Figure 3-3 hypothesizes an association of social capital as moderator in between human capital 

and the organization performance. Research   hypotheses   H4–H7     suggest   that dimensions 

o f  soc i a l  cap i t a l  such as Personal Relations, Status, Family Support, Complicity and Social 

Relations and act as moderator between human capital and organization performance.  

 

Figure 3. 3. Moderating Part of Social Capital in among Human Capital and the   

Organization Performance 
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3.3. Hypotheses of the Study   

H1 There is a positive and significant association between Human capital and 

organization performance (career satisfaction).                                                                                                                                                                                                                                                                                                      

H2   There is a significant association between Human capital and organization 

performance (job satisfaction). 

H3  Human capital has significant impact on organization performance (life 

satisfaction). 

H4 Social capital will moderate the association between organization      

performance and human capital. 

H5 Social capital (both composite and dimensions wise) will moderate the 

association between human capital (both composite and dimensions wise) and 

organization performance (career satisfaction). 

H6    Social capital (both composite and dimensions wise) will moderate the 

association between human capital (both composite and dimensions wise) and  

organization performance (job satisfaction). 

H7    Social capital (both composite and dimensions wise) wi l l  moderate the 

association between human capital (both composite and dimensions wise) and 

organization performance (life satisfaction). 
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3.4. Operationalization of Variables 

3.4.1. Human capital  

Human capital is gathered into four constructs as follows: 

1). Knowledge that incorporates the academic level of head of the organization and trainings 

possessed by head of organizations.  

2). Experience, that incorporates the variables like business experience, 

administration/initiative experience, specialized/innovative experience of work, business work 

experience, experience of industry encounter and experience which is diversified. 

3). Professional proficiency that incorporates the variable proficient capability in the 

specialized/innovative territory, proficient capability in organization, administration, across the 

board learning and relational abilities. 

4). Cognitive ability that incorporates the variables like decision making regarding different 

strategies of the organization, ability to take risks, discover opportunities and exploitation of 

those opportunities, ability to avoid from threats and ability to come up with innovative ideas.  

3.4.2. Social Capital 

Social capital is gathered into five constructs as follows: 

1) Status that comprises the variables like economic status, social status, popularity status 

and political status. 

2) Complicity that contains the variables interpersonal solidarity, confidence and knowhow 

of one’s weaknesses. 
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3)  Interlinking and family support that incorporates the different types of interlinking 

like interlinking of family, work, cooperative, political, family support to overcome 

difficulties and troubles. 

4) Personal relations that comprise the different components like relationships which are 

personal, relationships with:  financial entities, government, business  associations, sports 

associations and cultural institutions. 

5) Social relations that contains the different dimensions like informal associations: with 

bank/insurance executives, government, managers of organizations and cultural institutions. 

3.4.3. Organization Performance  

Organization Performance was measured using subjective measures of performance which 

are career satisfaction, life satisfaction and job satisfaction. 

1). Job Satisfaction Locke (1976) gives an extended meaning of job satisfaction as 

pleasurable or positive, passionate start coming about because of the examination of one's 

occupation or work experience. Work fulfillment is an aftereffect of worker's impression of 

how well their employment gives those things that are seen as vital. Job satisfaction speaks 

to a few related mentalities which are most vital qualities of an occupation about which 

individuals have successfully reacted. 

2) Career Satisfaction “Career satisfaction measures the extent to which individuals believe 

their career progress is consistent with their own goals, values and preferences” (Erdogan et al., 

2004).   
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3). Life Satisfaction Life satisfaction is the way a man sees how his or her life has been 

and how they feel about where it is going later on. It is a measure of prosperity and in 

addition a psychological, worldwide judgment. It has a great state of mind of one's life 

in general. Life satisfaction measures how individuals assess their life all in all instead 

of their present sentiments. It catches an intelligent appraisal of which life circumstances 

and conditions are critical for the subjective prosperity (Scott and Bruce 1987). 

3.5. Instrumentation: 

3.5.1. Human Capital Measures 

Human capital is considered an intangible resource. As intangible resources can't be watched 

specifically, financial experts for the most part measure human capital utilizing intermediary 

measures in light of the levels of instructive achievement, for example, the period of time 

grownups has spent in training or the rate of grownups with tertiary-level capabilities or by 

using a questionnaire developed by different scholars.  

Variables (Items) Short form Authors 

Education DGRAD Astebro    and   Bernhardt 2005 
Work  experience in the same sector DWEXP Astebro    and   Bernhardt 2005 

Number of years of work experience in the 

same sector 

DNYEXP Astebro and Bernhardt 2005;  

Business management training DBMET Lam et al., 2007 

Table  3.1. Human Capital Measurement 

For the purpose of this research, in making the questionnaire, the independent variable was 

human capital, which was measured by using components such as knowledge, professional 
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proficiency; experience and cognitive ability are widely used measures of human capital 

(Boden and Nucci, 2000)  

3.5.2. Measurement of Social Capital 

Past few decades have been a milestone for developing measures of social capital. Some main 

concepts were proposed by Jansen et al. (2013). He shows two viewpoints to social capital: 

structural (associations or systems) and cultural (commitments or social standards and values, and 

especially trust). These perspectives should be treated in different ways. Networks and trust are 

two main constructs which are focused by different studies in order to define social capital. 

Therefore, while measuring perspectives like standards and values, techniques, for example, 

meetings/interviews are pertinent and helpful. In networks and connections, it is difficult to 

predict the true relationships, therefore, there is a need to identify different methods as well (Van 

Deth, 2003). 

Different variables which are used by past studies incorporate size and composition, components 

of network exchange (Renzulli et al., 2000), status, support of the family (Aldrich, 1989; 

Davidsson and Honig, 2003) and individual and social relations (Mitchell et al., 2007). Variables 

used to measure social capital as proposed by different scholars are given in table 3.2.  
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Variables Concept Derived From 

Help of Close relative(s)  at start-up of 

the business, and now 

Davidsson and Honig, 2003;  

Prasad et al., 2013;  

Santarelli and Tran, 2012;  

Van Deth, 2003 

Importance of informal networking in 

growth 

Lam et al., 2007;  

Shaw et al., 2009;  

Van Deth, 2003 

Membership of formal Groups Lam et al., 2007; 

 Davidsson and Honig, 2003; 

 Prasad et al., 2013;  

Shaw et al., 2009;  

 Van Deth, 2003 

Importance of formal groups for 

business 

Contribution of money in the formal 

group 

Help of friend (s) /acquaintances in the 

business 

Lam et al., 2007;  

Shaw et al., 2009;  

Van Deth, 2003 
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Getting together informally for arts and 

crafts (Group 1)  

Help of Group 1 in business 

Getting together informally for sports 

and exercise (Group 2) 

Getting together informally for 

shopping, talking, etc. (Group 3) 

Help of Group 3 in business 

Participation in community 

activities (Group 4) 

Help of Group 4 in business 

Belief in helping others 

Getting along with members of business 

association/sector 

 

 

Grootaert et al., 2004; Sappleton, 2009; Van Deth, 

2003 

Getting along with: 

 family members,  

Friends and acquaintances,  

Neighbors,  

Club members 

Grootaert et al., 2004; Van Deth, 2003  
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Advice for business from: 

 business owner  

same business sector,  

different business sector,  

supplier,  

customer,   

professional consultant,  

friend, relative, etc. 

Grootaert et al., 2004; Van Deth, 2003 
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Having trust: 

 people from own race or ethnicity,  

family members 

same gender 

different gender 

neighborhood /community 

people from same business association 

people from same business sector 

people from other business sector 

Suppliers 

Customers 

Employees 

Friends 

 

 

 

 

 

 

 

Grootaert et al., 2004; Sappleton, 2009; Van Deth, 

2003 

Table  3.2. Social Capital Measurement 

3.5.3. Measurement of Organization Performance: 

Organization performance was measured using subjective measures of performance which are 

career satisfaction, life satisfaction and job satisfaction.  

1). Job Satisfaction: These to Locke (1976) are: the work itself, pay, promotion opportunities, 

supervision and coworkers. 5 item scale is used developed by Locke 1976. 
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2) Career satisfaction, Career satisfaction is measured by using the 5 item scale which was 

developed by Greenhaus, Parasuraman, and Wormley (1990). 

3). Life Satisfaction. It captures a reflective assessment of which life circumstances and 

conditions are important for subjective well-being (Scott Huebner, 2001). 7 item scale is used 

which is developed by Scott Huebner, 2001. 

3.6. Summary 

This chapter analyzes the concepts and quantifiable measurements of the human capital, social 

capital and organization performance and gave the hypothetical model those helps to carry out 

the present study.  Present chapter focused on different variables like human capital and social 

capital that affects the organization performance and also highlighted the different relationships 

among them. Operationalization and dimensions of variables under study have also been 

discussed in detail. The free variable – human capital, directing variable social capital – and the 

indigent variable –organization, execution have additionally been operationalized and their 

measurements sketched out. Next chapter is going to focus on research methodology which has 

been used to carry out the present research 
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CHAPTER 4 

Data Sources and Methodological Issues 

This chapter explains the detail description of methodology and research design to be carried out 

for this study encompassing all the aspects of philosophy of research, description of sample and 

population, measurements of concepts etc. Research onion proposed by Saunders et al. (2009: 

83) and “research design” proposed by Sekaran in 2003 have been used to weave this chapter 

which is summarized in figure 4.1. 

 

Figure 4.1.  Research Methodology (Saunders et al., 2009 and Sekaran, 2003) 
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4.1. Research Philosophy 

Research can be arranged by reason, procedure, rationale and result (Hussey, 2003). Saunders et 

al., (2009) stated that the philosophy of the research is more worried with the advancement of 

information and the way of that learning. As specified in the introduction and hypothetical 

structure parts, scholar wants to accomplish three results from this exploration concentrate, in 

particular, to fundamentally survey and assess the components influencing the development of 

organizational performance inside of the domain of human based capital, to test the proposed 

causal and social effects of human and social capital elements on the organizational 

performance, and to fortify, amplify, and add to our comprehension of how these connections 

function or develop. Therefore, in view of a positivist epistemological position and an even 

minded ontological position (Saunders et al., 2009), researcher is taking a philosophical position 

that warrants the utilization of mixed method to enquire into a particular circumstance (Edelman 

et al. 2005). According to Bryman and Bell, (2007). Mixed method which includes both 

qualitative research method and quantitative research method can encourage each other.  

Johnson et al., in 2007 stated that the method of Quantitative research builds up and clarifies 

connections among variables, while the qualitative research technique investigates how these 

connections are built up. 

For this research thesis, the mixed method technique has gotten closer to the universe of 

associations - the quantitative study has tried the reason impact connections in the middle of 

subordinate and independent variables. The meeting materials have explained the connections 

between variables by distinguishing and refining the comprehension of those reason impact 

connections. This has encouraged to make a more refined and nuanced hypothetical model. The 
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consequences of this study exhibited in Chapter 5 and 6 depend on efficient conventions and 

procedures keeping in mind the end goal to test theories. 

This chapter is going to focus on hypothesized research model which have been constructed 

after identifying the research gap on the basis of previous studies. After model, hypotheses 

are given. The section likewise talked about the insights about the examination plan, 

instrument arrangement, inspecting system and information investigation methods. 

4.2. Approach for Research 

According to a positivist viewpoint, the thesis implements a deductive examination technique, 

like that embraced by natural researchers, who look for basic cause and effect rules that clarify 

the marvel under investigation. This demands an exceedingly organized operational way to deal 

with the examination of observational information (Neuman, 2006), permitting the exploration to 

test hypothetical suggestions deductively, for the most part on the premise of factual 

investigations of information (Eirich, 2004). 

This methodology begins from normal connections which distinguished in current writing and 

includes a development from hypothetically determined proposition to the accumulation of 

information with which to test that proposition. In this development, ideas must be 

operationalized, quantifiable information gathered, and after that subjected to assessment that is 

free of the scientist's advantage. In this way, in embracing the deductive methodology, 

researcher has picked up mixed technique. In introductory stage, the scholar has utilized 

examination to gather information which is utilized to check theories defined. By exposing these 

premises to measurable analysis, it is meant to figure out if social capital is causally identified 

with human capital and performance of the organizations. 
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To analyze the social meanings of the variable qualitative information are gathered through 

interviews and this strategy is corresponding to the principle review technique above. In like 

manner, notwithstanding hypothesis testing said over, this picks up a top to bottom 

comprehension of social capital will direct the association amid human capital and the 

performance of the organizations and how human capital has significant and positive influence 

on the performance of organizations. 

Figure 4-2 portrays distinctive strides of deductive methodology connected to current research. 

The cross breed utilization of extensive sample review system and in detail talking with 

employees of universities  and officers of  banks  permit me to be deducted in testing a 

hypothesis of the development of social capital and its effect on human capital and the 

performance of organizations, and subsequently likewise pick up the advantages of positivist 

methodology. Under the deductive methodology, I utilize the statistical tests to check the 

general elements of the proposed hypothetical structure (Sekaran, 2003).                   
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Figure 4.2. Deductive Approach Based Research Process 

4.3. Design for Research 

According to Sekaran, (2003) it is the most important segment of the experiential research 

procedure. It manages to arrange, area of research, the choice of the size of the sample from the 

study's population, information gathering and examination. The examination outline of research 

is a structure of examination in real life and could be explored, enlightening and/or informative 

(Miles and Huberman, 1994). This research is both examining (by finding thoughts regarding 
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and picking up understanding into the issue) and logical (by contemplating the circumstances 

and end results association) in the environment. 

In the current research, the process of the research can be explained through the 

following steps: 

 Observation 

 Problem statement which includes the purpose, objectives and aim of the study 

 Developing the theoretical model; which clearly explain the theoretical relationships 

among variables 

 Development of hypotheses and operationalization of variables 

 To select the methods of research 

 Data collection 

 To test the hypotheses and answer the questions of research  

The overview research plan requires the specialist to take additional consideration over issues of 

validity and reliability with respect to information gathering instruments, information, 

discoveries. The researcher has applied the mandatory thoroughness and excellence by 

appointing triangulation (particularly for information accumulation by utilizing quantifiable and 

subjective systems), which talked about the accompanying sub-segment. 

4.4. Population and Sampling Frame 

The study’s target population is Punjab province, but due to the shortage of time and financial 

resources the population is limited to few districts of Punjab where universities and banks 
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situated. After that the 5 districts have been selected on the basis of the largest cities of Punjab, 

which were found to be Bahawalpur, Multan, Lahore, Rawalpindi/Islamabad, and Faisalabad. 

The main objective of this research study is to explore the influence of human capital in the 

service sector of Punjab, Pakistan. The sampling technique which has been utilized for 

selecting the respondent was Multistage Stratified Random Sampling. So, the institutions of 

education and banks of the big cities of Punjab province, according to population have been chosen. 

Five cities which are selected randomly according to population wise are Lahore Faisalabad, 

Rawalpindi, Islamabad, Multan and Bahawalpur according to a population survey in 2012. 

The researcher has included those cities in which all sectors; i.e. universities and banks are 

present. Service area has been chosen because of various factors. This area of Pakistan has 

experienced significant and fast changes in the most recent couple of years, because of 

headway in innovation and worldwide rivalry and expanding enthusiasm of customer towards 

administrations that are given to them. These progressions brought about an adjustment in 

general HR hones. Accordingly, the association began enlisting more instructed and youthful 

representatives. A list of banks have been generated from different sources and bank that has 

been selected randomly are Faysal Bank, Alfalah Bank, HBL, ABL, NBP, UBL, and Meezan 

Bank. From Banks employees of only OGI, OGII and OGIII rank are the respondents. 

Similarly, a list of universities have been generated from website of Higher Education 

Commission of Pakistan. Universities that have been selected randomly are Islamia University 

Bahawalpur, National University of Modern Languages, NCBA & E, COMSATS Institute of 

Information Technology, Punjab University, Quaid-e-Azam University, ARID University 

Rawalpindi, Women Universities of all these cities, and Air University. From universities only 

faculty members were respondents. 
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4.5. Data Collection Methods 

Questionnaires have been utilized for the purpose of collecting the data. Questionnaires have 

been personally distributed, through individual contacts advertisement by means of email. The 

guarantee has been provided to respondents that gathered information will be used just for the 

purpose of research and all the gathered data will be kept private. 

As of now said I have gathered information by using a survey technique and in the meantime 

looked to triangulate information accumulation. In this manner, the principle point of the study 

is to survey the connections in the middle of variables and their quality. This requires 

estimations of the variables in view of substantial information. This area clarifies the 

information accumulation procedure demanded for a chose cross-sectional review plan. (Eisner, 

1985). 

The information gathering system is an essential segment of the research plan. Two techniques 

and sorts of information: secondary information, which as of now happens in the general area 

and has been gathered from reports and journals; second is primary information, which is 

straightforwardly gathered by the analyst with the end goal of the examination. Diverse 

information gathering strategies have distinctive inclinations related into them, so appointing 

triangulation and gathering information from various sources can build precision and in this way 

legitimacy (Gray, 2009).  Primary data were collected for this study from the banking and 

educational sector of major cities according to population of Punjab.  

4.5.1. The Sample 

Sample size and sampling technique is one of the most important factors in the research design. 

The analyst needs to utilize an adequate number of units of examination to give enough 



95 
 

 

primary information to measurably true blue investigation to happen. Making utilization of 

sampling techniques is a strategic, down to earth, doable and profitable methodology on the 

grounds that dissecting an entire population is by and large impractical. It is uncommon that 

sample is precisely the similar to the population. In the existing study, the sample size, 

elaborate five cities which are selected randomly according to population wise are Lahore, 

Faisalabad, Rawalpindi/Islamabad, Multan and Bahawalpur. 

There are two noteworthy sorts of sampling, utilizing probability (probability) and non-

probability (Non-probability) techniques. Criteria, for example, confinement, filtration, irregular 

choice, stratification, extent, groups and the probability of getting chose makes more itemized 

classifications of technique. Probability systems vary from non-probability strategies as far as 

whether components in the population will have few chance or probability of choice (Saunders, 

2009). In the current research, researcher has utilized probability sampling to furnish individuals 

with an equivalent shot of being chosen from the overall population. There are two techniques 

accessible for choosing the measure of the sample to be utilized, taking into account number of 

variables and in view of the safety buffer required. 

4.5.1.1.   Variables Based Measure of Sample size 

The o n e  technique to determine the sample is based on variables, utilizing formulae which 

have been provided by Stevens (1996). Stevens prescribes that for research in the field of 

business around 15 questions are essential for one indicator with a specific end goal to expand 

the unwavering quality of the mathematical statement. In the present study, three noteworthy 

indicators: “human capital, social capital and organization performance”; while others are 
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considered sub-measurements. Consequently, the required sample size would be 15 x 3 = 45 

according to equation proposed by Stevens (1996). 

Tabachnick (2007) prescribe a mathematical statement to figure sample size, considering the 

quantity of independent variables accessible for testing in the proposed hypothetical structure. 

By strategy, it is N > 50 + (8 x m) where m is the quantity of free variables and N is the span of 

the sample.  

Considering every single predictor variable according to hypothetical structure, this research 

wants a base 50 + (8x44) = 402 responses. In this way, to expand the unwavering quality and 

legitimacy of the information, the researcher has utilized this technique to choose the 

respondents. 

4.5.1.2 .  Margin of Error Based Measure of Sample Size 

Due to large sample size the chance of reasonable mistake in summing up over whatever is left 

of the population. Consequently, “probability  sampling”  gives a harmony amid the exactness 

of discoveries from information gathered and assets put funds into information accumulation, 

for example, time, cash and endeavors in checking and investigating that information. One must 

choose the fair room for give and take; that is, the precision one wants by evaluating tests. For 

instance, in the field of business examine regularly a 95% level of conviction is actualized.  

4.6. Design of Questionnaire for Survey 

A questionnaire is a tool that introduces organized inquiries to concentrate data from 

individuals. These inquiries are generally in a pre-decided request and have a generally accepted 
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scale to quantify measured. Surveys are a standout amongst the most prominent tool for 

information gathering because they: 

    require less time and resources 

    easily collect the data from the individuals   

    have much software for analyzing the data like AMOS, SPSS 

    can cover the most part of the population 

An inadequately built and controlled questionnaire can't give precise information by which to 

examinations, addresses or test speculations or hypothesis. In setting up a survey, the scholar 

must study how plans to utilize the data. One should have the knowledge regarding the 

measurable investigations to be utilized before a survey is propelled. The scholar has built up 

the survey for the current thesis to gather information with respect to “human capital, social 

capital and organizational performance”. Becker’s (1964) meaning of "human capital" was 

utilized to center information gathering on the instruction. 

Nahapiet and G o s h e n  (1998) explain that social capital adds up to the prospective and genuine 

assets picked up by people from having the knowledge about others, being a piece of a system 

or just having a decent notoriety. Characterized in this way, the information gathered on social 

capital was relied upon to be extremely profitable in comprehension the notoriety of the 

association. Information accumulation was informed by setting up system structure (thickness, 

size, recurrence of connection, and the force and strength of connections) and interpersonal 

organization hypothesis (Mitra, 2002). Associations own contact systems were looked for, and 

the works of Cromie and Birley (1992) enormously educated the detailing of the inquiries. 
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Investigation and understanding were guided by the hypothetical structure and by earlier 

discoveries of the part of human and social capital in the development of associations. 

4.6.1.   Question Types 

The Likert scale was chiefly utilized as a part of the inquiries to keep up the consistency and 

simplicity of coding and sorting variables in reactions. The inquiries have been straightforward 

yet a pilot dispatch system was sent to check the inquiries. The scale was disclosed to 

individuals, why should asked select their answer utilizing diverse scales for every one of the 

inquiries aside from demographic subtle elements. The scholarly reason for the study was 

additionally disclosed previously to evacuate any inclination. The accompanying focuses, 

specified by (Pallant, 2007), and was considered while outlining the inquiries: 

    Use of the basic and straightforward language 

    No question which has negative words  

    No utilization of language and words which have twofold implications 

                    No utilization of contracted words 

At the point when an intelligent method is taken after for questionnaire outline, for instance 

pilot analysis the survey before directing the primary overview, the inclination is lessened and 

legitimately expanded; moral contemplations likewise advantage. 

4.6.2.   Piloting of the Questionnaire 

To enhance the survey and keep away from uncertain words, sentences, two preparatory tests 

were attempted before dispatching the questionnaire. Firstly, a pre-test was completed on few 

employees and bank officers. The semi last form of the questionnaire was then steered on seven 
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universities’ faculty members and banks officer's in Punjab. Their criticism in regards to their 

understanding of the questionnaire was examined in subtle element and recommendations were 

fused into the last form of the survey. 

4.7. Techniques for Data Analysis 

The crude information acquired from the questionnaires was coded for the purpose of 

descriptive analysis. Methodical coding of information was required in light of the fact that they 

might have been gathered in a rush or individuals might have not entered the subtle elements 

effectively. Data which was collected through questionnaire was investigated for any 

irregularities. Respondents typically don't like to give answers each inquiry in a questionnaire, 

so it was important to code the information. According to Pallant, (2007), different measurable 

tests were done utilizing SPSS programming bundle for coded and classified information. 

Saunders et al., in 2009 stated that interview or meeting information were translated, ordered, 

unitized and afterward broke down agreeing the hypothetical suggestions  

4.7.1. Questionnaire Data Analysis and Quantitative Approach 

Overview of questionnaire was utilized to assemble quantitative information to examine the 

hypothesis. The basic and direct nature of the questionnaire plan facilitated the procedure of 

questionnaire organization, and also the information arrangement and the investigation led at a 

later stage. Besides, respondents could answer the inquiries with no troubles. 

4.7.2. Empirical Analysis 

SPSS/AMOS was utilized to analyses the quantitative information. Multistage Stratified 

Random inspecting was utilized to minimize the predispositions which emerge in the gathering 
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of information; on the other hand, by and by, the sample extensively spoke to the social range 

and secured five districts of the Pakistan. The dependent variable was categories of 

organization performance and three measures that are used to measure organization 

performance are job satisfaction, career satisfaction and life satisfaction and independent 

variable is human capital which is measured by using the variables like knowledge, experience, 

professional proficiency and cognitive ability  and moderating role of social capital, which is 

measured by using the variables like status, family support, personal relation, and social relation 

and complicity. The correlation among the predictors   was   accomplished utilizing the   

Pearson correlation test that was appointed to check the association amid the dependent 

(organization performance), independent variables (human capital) and moderating variable 

(social capital). 

Notwithstanding the helpfulness of correlation measures, they don't demonstrate the prescient 

force of variables. The impact of predictors on explained variable can be checked through a 

regression investigation. To normalize the information, changes, for example, reversal, and log 

were connected. They didn't normalize reaction variables. Along these lines, the Box-Cox 

change was connected (Cook et al. 2008) and the outcomes were tried for normal minimum 

squares. 

Moderation examination was done in light of the fact that it is elucidating as well as underscores 

the practical connections amid the predictors being researched. SPSS, as overlooked by 

Preacher and Hayes (2008), was utilized with the end goal of deciding the moderating impact of 

social capital on the relationship between human capital and organization performance. 
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The different regression investigation that was performed relied on the relationship between the 

independent variables and dependent variables.  

4.7.2.1.   Bivariate Analysis 

Bivariate investigation included the check of the correlations amid the independent and dependent 

variables. The correlation is investigated by utilizing Pearson test, which were calculated to build 

up the positive or negative impacts of both human capital social capital on the organization 

performance.  

4.7.2.2.   Regression Analysis 

For multiple regression specific assumptions must be fulfilled, most important of them is  that 

the data of the dependent variable must be normally distributed. This assumption was checked 

by applying the normality tests like, the Anderson-darling test, the Shapiro-Francia test.  To 

conclude either the data are normally distributed or not, the p value of the Shapiro-Wilk test is 

checked. If the p value is less than α then we discard the H0 which is the data is normally 

distributed and vice versa. 

4.7.2.3.   Ordinary Least Squares Assumptions 

Linearity 

Another important supposition of the OLS is that there must be a linear relationship between 

two variables (Hair et al. 1998). To check either there is a linear relationship among variables or 

not, the standard deviation was used. 
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Homoscedasticity 

This is related to the dependence association among variables. For this research thesis, 

homoscedasticity was checked through graphical methods, mainly by residual examination 

(Hair et al., 1998).  

Observations’ Independence and Auto-Correlation 

To check the auto-correlation the Durbin Watson test was utilized. If the value of DWC 2 or 

close to 2, its means that the observations are independent and there is no auto-correlation.  

Multicollinearity 

Multicollinearity means the significant and strong relationship between the independent 

variables According to Hair et al. (2007). VIF was utilized to check the multicollinearity.  

Inter-Correlations (With the Transformed Variables ZE, ZS, and ZP) 

To examine the association and the strength of the association among independent and 

transformed variables ZE, ZS, and ZP, the Pearson test was utilized.  Regression examination 

was done independently on both social capital and human capital variables to build up their 

noteworthiness on the compound development components. The regression investigation 

provides the coefficients of social capital and human capital variables, which are utilized to 

build the changed, anticipate and models. 
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4.7.2.4   Social Capital Influence as Moderator on Human Capital and 

Organization Performance 

The moderating effect was inspected by using the hypotheses (H4–H7), which were built to 

direct the degree to which social capital is liable for the association among human capital and 

the organization performance. The influence of social capital as a moderating variable was 

considered on the interaction of human capital (dependent variable) and organization 

performance H4, H5, H6 and H7. 

Moderation can be verified by examining the interaction influence of an independent variable 

and moderator on a dependent variable. This can be done through analysis. 

4 . 7 . 3 .  Q u a l i t a t i v e  D a t a  A n a l y s i s  T e c h n i q u e s :  

Interviews were conducted in order to generate data for qualitative results. Based on Froggatt 

(2001: 432), the procedure of utilizing distinctive hypothetical and methodological 

methodologies fortified the legitimacy of the result and affirmed that it could happen under 

various conditions with various gatherings. The triangulation of subjective and quantitative 

strategies turned out to be a basic test, due to its breadth, empowering closeness to the 

circumstance under scrutiny in light of the expanded affect ability to the various information 

sources. 

In the initial stage, "dealing with the information" (Froggatt, 2001), the information was sorted 

out and arranged (included translation). A cross - case investigation was performed by gathering 

together replies from various inquiries, or by breaking down alternate points of view (Froggatt, 

2001: 432).  
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4.8.   Reliability and Validity Issues 

Reliability checks two viewpoints: consistency and steadiness. The reliability estimation shows 

how scales have examined an idea as a set. Legitimacy measures can be gotten utilizing 

component investigation. 

Cronbach's alpha test is the most widely recognized devices by which to examine reliability. It 

quantifies how well an arrangement of things (or variables) measures a solitary uni-dimensional 

inactive develop and is utilized in this study to evaluate the reliabilities of the variable 

gatherings in every part of the questionnaire.  

Cronbach's alpha demonstrates a normal connection between the things that have built up the 

scale. Such a worth reaches from 0 to 1, with 1 demonstrating more prominent reliability. A 

coefficient of reliability, scope of somewhere around 0.30 and 0.80 is adequate (Pallant, 2007). 

The Cronbach's alpha equation is; 

 

Here N shows the item number, c-bar denotes the association between items and v-bar shows 

the variance. Different scholars have proposed different values of Cronbach alpha. 

The validity of a scale implies that the created things measure what we think we are measuring 

or, as such, when connected to measurements for operationalizing variables, the scale is 

measuring what it should examine. Scale acceptance includes exploratory proof as there is no 

obviously characterized process by which to complete it. The three primary sorts of validity or 

content rule and construct. Content validity implies the sufficiency by which a measure or scale 

has been inspected from planned area content. Basis validity is the level of relationship between 
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scale scores and the quantifiable develop. Develop validity tests a scale as far as hypothetically 

inferred speculations, including the way of the fundamental variable or build. This is 

investigated by exploring their causal association with different variables. Related validity is 

called focalized and inconsequential is called discriminant validity. Separate tests are completed 

to quantify every one of these parts of information and scale quality estimations (Stangor, 

2006). For this study, keeping in mind the end goal to guarantee the validity of the deliberate 

variables, the measuring things regarding every variable were drawn from the significant 

writing. Subsequently, the variables are thought to be satisfactory. 

Amid any social examination, particularly utilizing the subjective method, self-reflection on 

compelling conditions is pivotal to the "strengthening limits of exploration and satisfaction of its 

motivation" (Ely, 1991: 178). For this exploration, researcher has made a point to take after the 

procedure of reflexivity to perceive, take care of, and recognize the impediment of this 

examination. For instance, co-operation of respondents in giving satisfactory, solid and precise 

data is indispensable in acquiring information in any kind of social exploration. 

Present study made a point to assemble compatibility and sets the respondents calm, and then 

guaranteed them about the namelessness and classification before leading the meetings to 

minimize these predispositions. Moreover, I satisfied other moral contemplations as clarified in 

the accompanying segment. 
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Figure 4.5.Summary of the Quantitative Analysis Techniques 

4.9.   Ethical Considerations 

It is vital to study moral problems while performing exploration in sociologies. Neuman, and 

Baron (1995) is described in connection that a specialist should defend the human privileges of 

members and direct them to regulate their advantage while they take an interest in subject 

exploration. Christians (2000) notice the base prerequisite for an exploration to attempt in the space 

of "examination morals" is to begin member mindfulness in regards to topic of exploration, 
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educated assent, security and secrecy, and precision. I tended to the greater part of the 

aforementioned moral contemplations amid execution of the momentum research. 

While gathering the primary data, I communicate to all the teachers of universities and the officers 

of the different banks, which were contributing to the research on the implementation of the 

existing study.  

The researcher has adopted a couple of rules from the nonexclusive moral contemplations amid the 

information gathering and drafting of this exploration: First, members were educated regarding the 

reasons and method of reasoning of the study and advised them regarding the proposed estimation 

of their support. Second, respondents were ensured that the interdependency as gained by the flow 

research did not conflict with the scholastic and research moral issues. Third, the element of 

scholarly flexibility was considered, including the opportunity to define a scholastically persuaded 

basic sentiment. Yet, it was guaranteed not to be hostile and basic towards the honesty or notoriety 

of any member in the study. Fourth, most extreme consideration to keep up the namelessness of the 

considerable number of members were taken. 

4.10. Summary 

This section depicts the examination reasoning, procedure, outline and systems that inspire 

behavior of the study. It's subtle elements key ideas and legitimizes determination of routines 

connected. It additionally explains the conceivable information accumulation forms and depicts 

in subtle element the genuine ones utilized. Information investigation strategies and forms and 

also information presentation methods have been talked about. 

Both qualitative and quantitative research approaches are used in the current research study, as 

the moderating influence of social capital on human capital and organization performance is 
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difficult phenomenon. The development procedure of association is powerful and should be 

outlined by an itemized qualitative investigation; besides, joining both examination systems 

was viewed as a suitable methodology as it might bring about picking up the best of both 

techniques (Saunders et al., 2009). 
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CHAPTER 5 

Human Capital, Social Capital and Organization Performance: Descriptive 

Analysis of Respondents and Variables 

In this chapter, researcher is going to focus on descriptive analysis of the study. This chapter 

focuses on a demographic analysis of individuals which are gender, age group, sector, years of 

work experience, no. of the organization changed through frequency analysis and graph building. 

After demographic analysis, frequency analysis and descriptive analysis of variables is done in 

order to predict the trend of responses of individuals.  

5.1. Descriptive Analysis of Demographics of Respondents 

Sector 

Table 5.1 shows that respondents were equal from both sectors which were 50% from 

universities and 50% from banks. Graphical representation is given in Fig 5.1.  

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Banks 282 50.00 50.00 50.00 

uni 282 50.00 50 100.00 

Total 564 100.00 100  

 

Table 5.1. Frequency Analysis of Sector  
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Fig 5.1. Graphical Representation of Sector 

Gender of Respondents 

From the frequency analysis, it was concluded that there were 229 females making up 40.6% and 

335 male respondents making up 59.4% of the total population. Graphical representation is given 

in Fig 5.2.  

  Frequen

cy Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid FEMALE 229 40.60 40.60 40.60 

MALE 335 59.40 59.40 100.0 

Total 564 100.00 100.00  

 

Table 5.2. Frequency Analysis of Gender 
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Fig: 5.2. Graphical Representation of Gender 

Age of Respondents 

Table 5.3 shows that most of the respondents were of age group of 31-40 making up about 

49.5% of total no. of respondents. After that mostly respondents were of age group 41-50 making 

up of 28.2% of total respondents. After that, respondents were of age 51-60 which makes up of 

15.2% of respondents. Graphical representation of respondents is given in Fig 5.3. 

 

 

 

 

 

 

 

 

 

Table: 5.3.  Age Group of Respondents 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 21-30 40 7.1 7.1 7.1 

31-40 279 49.5 49.5 56.6 

41-50 159 28.2 28.2 84.8 

51-60 86 15.2 15.2 100.0 

Total 564 100.0 100.0  
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Fig 5.3. Graphical Representation of Respondent’s Age 

Educational Level of Respondents 

Frequency analysis showed that most of respondents were having master education making up of 

34.4% of total respondents. 190 respondents were having post graduate education making up of 

33.7% of total respondents. 123 respondents were having graduation level while 57 were having 

professional degree. Graphical representation of educational level is given in Fig 5.4.  
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Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid GRADUATION 123 21.8 21.8 21.8 

MASTERS 194 34.4 34.4 56.2 

POST GRADUATE 190 33.7 33.7 89.9 

PROFESSIONAL 

DEGREE 

57 10.1 10.1 100.0 

Total 564 100.0 100.0  

Table 5.4. Educational Level of Individuals 

 

 

 

Fig 5.4. Graphical Representation of Educational Level of Individuals 
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Work Experience of Respondents 

To measure the number of years of work experience, frequency analysis showed that most of 

respondents were having work experience of 21 and above making up of 157 0f respondents. 

After that respondents were having work experience of 6-10 years making up of 24.1 percent of 

total respondents. 126 respondents were having work experience of 0-5 years. Graphical 

representation is given in Fig 5.5. 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 0-5 126 22.3 22.3 22.3 

6-10 136 24.1 24.1 46.5 

11-15 75 13.3 13.3 59.8 

16-20 70 12.4 12.4 72.2 

21 AND 

ABOVE 

157 27.8 27.8 100.0 

Total 564 100.0 100.0  

Table 5.5. Work Experience of Respondents 
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Fig 5.5. Graphical Representation of Work Experience of Respondents 

No. of Organizations Changed 

Table 5.6 shows that 267 respondents changed the 0-2 organizations. 237 respondents changed 

the 3-4 organizations making up of 42% of total respondents. 56 respondents changed 5-6 

organizations making up 0f 9.9% of total respondents. Graphical representations is given in Fig 

5.6. 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 0-2 267 47.3 47.3 47.3 

3-4 237 42.0 42.0 89.4 

5-6 56 9.9 9.9 99.3 

7-8 4 .7 .7 100.0 

Total 564 100.0 100.0  

Table 5.6. No. Of Organizations Changed 
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Fig 5.6. Graphical Representation of No. of Organizations Changed of Respondents 

Frequency Analysis of Years of Experience of Respondents on Present Position 

Table 5.7 shows that most of respondents were having 0-5 years’ experience on present position 

making up 56% of total responses. After that 115 respondents were having experience of 6-10 

years making up of 20.4%. After that 11.3% respondents were having experience of 21 years or 

more. 30 respondents were having 11-15 years’ experience while 39 respondents were having 

experience of 16-20 years respectively. 
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Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 0-5 316 56.0 56.0 56.0 

6-10 115 20.4 20.4 76.4 

11-15 30 5.3 5.3 81.7 

16-20 39 6.9 6.9 88.7 

21 AND 

ABOVE 

64 11.3 11.3 100.0 

Total 564 100.0 100.0  

 

Table 5.7. Years of Experience of Respondents 

 

 

Fig 5.7. Graphical Representation of Years of Experience of Respondents 
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5.2. Descriptive Statistics 

The section of descriptive statistics is discussing outcomes of every single item which is used for 

study. Each variable’s items are studies together under its head. In following tables every single 

item is showed in very left column and scale is given on top row of every table. To analyse the 

tendency of individuals the frequency’s results (showed by f) and frequency’s percentage 

(showed by %) also provided in tables. the variables’ list is given below. 

5.2.1 Variables 

The variables which are used for the current study are following: 

 Independent Variable 

 Human Capital 

 Moderating Variable 

 Social Capital 

 Dependent Variable 

 Organization Performance 

 Job satisfaction 

 Career Satisfaction 

 Life Satisfaction 

 

5.2.2 Frequency Analysis 

The section of Frequency analysis will show the every single item’s frequency and frequency percentage 

which is used in the questionnaire of the existing study. Nine constructs are used in this study and fifty 

two items are included in questionnaire. The data was collected from 564 employees of different banks 

and universities in 5 major cities of Punjab, Pakistan. 
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5.2.2.1. Human Capital 

Human capital construct includes academic knowledge, experience, professional experience, and 

cognitive ability of employees.  According to the data in table 5.8, 144 employees believe that educational 

level of employees of their organization is higher as compare to other organizations.  184 employees 

agree that specific training is provided to employees of the organization.189 employees replied that 

management experience is required by employees of the organization.208 employees responded that 

diversified experience is required by the employees of the organization.  217 employees agreed that 

professional experience in technicalities is required by the employees. 192 employees responded that 

experience of management is required by employees and 170 employees agree that good communication 

skill is required by employees.  55.4% says that their complaints are properly heard by the management 

and are processed. Most of employees responded that employees should have and do have cognitive 

ability, i.e. strategic decision making regarding risks taking; ability to innovate, ability to exploit 

opportunities etc.  

Sr. 

No 

Variables Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

 Academic knowledge      

1 Academic level of bank officers is 

higher as compared to other 

employees. 

64 (11.3) 88(15.6) 126 

(22.3) 

144 

(25.5) 

142 (25.2) 

2 Specific training is provided to 

bank officers 

38 (6.7) 126 

(22.3) 

102(18.1) 184 

(32.6) 

114(20.2) 

 Experience      
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3 Management experience is required 

by banks in order to make a person 

a bank manager 

12 (2.1) 94 (16.7) 148 

(26.2) 

189 

(33.5) 

121 (21.5) 

4 Diversified experience is required 

by banks in order to make a person 

a bank manager 

10 (1.8) 74 (13.1) 158 (28) 208 

(36.9) 

114 (20.2) 

 Professional Experience      

5 Professional proficiency in 

technicalities is being required by 

banks in order to make a person a 

bank manager 

10 (1.8) 72 (12.8) 160 

(28.4) 

217 

(38.5) 

105 (18.6) 

6 Professional proficiency in banking 

management is being required by 

banks in order to make a person a 

bank manager 

22 (3.9) 58 (10.3) 150 

(26.6) 

192 

(34) 

142 (25.2) 

7 Good communication skills re 

being required by bank managers. 

16 (2.8) 88 (15.6) 158 (28) 170 

(30.1) 

132 (23.4) 

 Cognitive Ability      

8 Strategic decision making 

regarding propensity to risk taking 

is required by position of bank 

managers. 

10 (1.8) 78 (13.8) 132 

(23.4) 

194 

(34.4) 

150 (26.6) 

9 Bank managers should be able to 

innovate 

6 (1.1) 64 (11.3) 160 

(28.4) 

191 

(33.9) 

143 (25.4) 
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10 Bank managers should be well 

aware of risks and threats 

prevailing in the banking sector 

18 (3.2) 50 (8.9) 172 (30.5 

) 

191 

(33.9) 

133 (23.6) 

11 Bank managers should be able to 

discover and exploit opportunities 

prevailing in the market 

22 (3.9) 80 (14.2) 176 

(31.2) 

154 

(27.3) 

132 (23.4) 

Table 5.8. Frequency Distribution of Human Capital 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

AK 564 1 5 3.36 0.05 1.17 1.36 

Table 5.9. Descriptive Analysis of Academic Level of Managers 

The minimum value achieved for the variable on the likert scale is 1 and the maximum is 5. The 

mean of the variable is 3.36 with the standard error of 0.05. 5% standard error explains the high 

reliability on the data. The mean value above 3 shows that the academic level of employees is 

good in banking and educational sector of Punjab, Pakistan.  The variance of the data from the 

model is 1.17 with the deviation from the mean value of 1.36.  
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N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

Experience 564 1 5 3.57 0.04 0.98 0.96 

Table 5.10. Descriptive Analysis of Experience 

The mean value of this construct is 3.57 showing that employees are having experience of their 

field. The present construct have minimum value of 1 and maximum of 5. Standard deviation 

from mean was found to be 0.98 with a variance of 0.96. 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

PE 564 1 5 3.59 0.04 0.94 0.88 

Table 5.11. Descriptive Analysis of Professional Experience 

The minimum value achieved for the variable on the likert scale is 1 and the maximum is 5. The 

mean of the variable is 3.59 with the standard error of 0.04. 4% standard error explains the high 

reliability on the data. The mean value above 3 shows that the employees have professional 

experience working in banking and educational sector of Punjab, Pakistan.  The variance of the 

data from the model is 0.88 with the deviation from the mean value of 0.98.  
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N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

CA 564 1 5 3.63 0.04 0.92 0.85 

 

Table 5.12. Descriptive Analysis of Cognitive Ability 

Descriptive analysis of cognitive ability shows that mean value was found to be 3.63 with a 

standard error of 0.04 which shows that employees have good intellectual ability working in 

banking and educational sector of five major cities of Punjab, Pakistan. Standard deviation from 

mean was found to be 0.92 with variance of 0.85. 

 

5.2.2.2. Social Capital 

Frequency Analysis of Responses of Respondents with regard to social capital shows that most 

of respondents agree that employees have good status, good support of their family, have good 

relations; both formal and informal within and outside of the organization. Similarly, employees 

responded that they have good personal and social relations. Details of responses is given in table 

5.13. 
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Sr. 

No 

Variables Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

 Status      

1 Bank officers have good economic 

status 

20 (3.5) 82 (14.5) 180 

(31.9) 

189 

(33.5) 

93 (16.5) 

2 Bank officers have good cultural 

status 

28 (5) 74 (13.1) 194 

(34.4) 

163 

(28.9) 

105 (18.6) 

3 Bank officers have good popularity 

status 

26 (4.6) 84 (14.9) 186 (33) 186 

(33) 

168 (29.8) 

4 Bank officers have good political 

status 

 28 (5.0) 76 (13.5) 204 

(36.2) 

181 

(32.1) 

75 (13.3) 

 Interlinking and Family Support      

5 Bank managers have good family 

interlinking 

16 (2.8) 94 (16.7) 170 

(30.1) 

180 

(31.9) 

104 (18.4) 

6 Bank managers have good work 

interlinking 

18 (3.2) 82 (14.5) 194 

(34.4) 

180 

(31.9) 

104 (18.4) 

7 Bank managers have good political 

interlinking 

20 (3.5) 80 (14.2) 148 

(26.2) 

205 

(36.3) 

111 (19.7) 

8 Bank managers have family 

encouragement regarding challenges 

they face in daily life 

24 (4.3) 66 (11.7) 148 

(26.2) 

182 

(32.3) 

144 (25.5) 

9 Bank officers have family support to 

overcome challenges they are facing 

in their routine life. 

8 (1.4 ) 74 (13.1) 146 

(25.9) 

186 

(33) 

150 (26.6) 

 Complicity      
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10 Bank officers have good interpersonal 

unity. 

28 (5.0) 90 (16) 154 

(27.3) 

181 

(32.1) 

111 (19.7) 

11 Bank officers have good interpersonal 

confidence. 

24 (4.3) 94 (16.7) 132 

(23.4) 

210 

(37.2) 

104 (18.4) 

12 Bank officers have good 

understanding of weakness. 

40 (7.1) 102 

(18.1) 

104 

(18.4) 

191 

(33.9) 

127 (22.5 ) 

 Personal Relations      

13 Bank officers have good personal 

relations with financial entities. 

68 (12.1) 84 (14.9) 126 

(22.3) 

177 

(31.4) 

109 (19.3) 

14 Bank officers have good personal 

relations with government. 

36 (6.4) 106 

(18.8) 

168 

(29.8) 

166 

(29.4) 

88 (15.6) 

15 Bank officers have good personal 

relations with business association. 

 24 (4.3) 82 (14.5 

) 

192 (34) 182 

(32.3) 

84 (14.9) 

16 Bank officers have good personal 

relations with cultural association. 

8(1.4) 98 (17.4) 192 (34) 182 

(32.3) 

80 (14.2) 

 Social Relations      

17 Bank officers have good informal 

relations with other banks. 

12(2.1) 96 (17) 194 

(34.4) 

182 

(32.3) 

80 (14.2) 

18 Bank officers have good informal 

relations with government. 

2 (4.0) 80 (14.2) 206 

(36.5) 

184 

(32.6) 

92 (16.3) 

19 Bank officers have good informal 

relations with businessman. 

14 (2.5) 52 (9.2) 168 

(29.8) 

242 

(42.9) 

88 (15.6) 

20 Bank officers have good informal 

relations with cultural association. 

6 (1.1) 72 (12.8) 182 

(32.3) 

248 

(44) 

56 (9.9) 

Table 5.13. Frequency Distribution of Social Capital 
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N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

Status 564 1 5 3.45 0.05 1.15 1.34 

 

Table 5.14. Descriptive Analysis of Status 

Mean value for the variable was found to be 3.45 with 1.15 deviation from mean having variance 

of 1.34. Minimum value was found to be 1 while maximum was 5.   

 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

Interlinking 564 1 5 3.53 0.04 0.89 0.81 

 

Table 5.15. Descriptive Analysis of Interlinking and family Support 

Descriptive statistics shows that mean of the variable was found to be 3.53 with standard error of 

0.04. Deviation from mean was found to be 0.89 with variance of 0.81.  
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N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

Complicity 564 1 5 3.45 0.05 1.09 1.18 

 

Table 5.16. Descriptive Analysis of Complicity 

Descriptive analysis of complicity variable shows that employees have good 

collaboration/involvement with other institutions of their field. Mean value was found to be 3.45. 

Standard deviation was found to be 1.09 with variance of 1.18. 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

PR 564 1 5 3.36 0.04 0.98 0.98 

 

Table 5.17. Descriptive Analysis of Personal Relations 

Table 5.17 shows that mean value was found to be 3.36 which mean that employees have good 

personal relations with standard error of 0.04. Standard deviation was found to be 0.98. 



128 
 

 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

SR 564 1 5 3.49 0.03 0.82 0.69 

Table 5.18. Descriptive Analysis of Social Relations 

Descriptive analysis shows that employees have good social relation as represented by mean 

value of 3.49 with standard error of 0.03. Standard deviation was found to be 0.82 with standard 

error of 0.69. 

5.2.2.3. Frequency Distribution of Organization Performance 

Table 5.19 shows the frequency analysis of responses of respondent with regard to organization 

performance. Analysis shows that employees of both sectors, i.e. educational and banking sector 

are satisfied with their job, career and life as a whole.  

Sr. 

No 

Organization Performance Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

 Career Satisfaction      

1 I am satisfied with the success I have 

achieved in my career.  

16 (2.8) 86 (15.2) 174 

(30.9) 

198 

(35.1) 

90 (16) 

2 I am satisfied with the progress I 

have made toward meeting my 

overall career goals.  

8 (1.4) 98 (17.4) 152 (27) 242 

(42.9) 

64 (11.3) 
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3 I am satisfied with the progress I 

have made toward meeting my goals 

for income.  

8 (1.4) 48 (8.5) 222 

(39.4) 

222 

(39.4) 

64 (11.3 

4 I am satisfied with the progress I 

have made toward meeting my goals 

for advancement.  

8 (1.4) 27 (4.8) 92 (16.3) 231 

(41) 

206 (36.5) 

5 I am satisfied with the progress I 

have made toward meeting my goals 

for advancement of new skills  

13 (2.3) 22 (3.9) 87 (15.4) 288 

(51.1) 

154 (27.3) 

 Job satisfaction      

6 I feel fairly satisfied with my present 

job.  

16 (2.8) 36 (6.4) 82 (14.5) 221 

(39.2) 

209 (37.1) 

7 I am satisfied with work 

environment.  

13 (2.3) 31 (5.5) 91 (16.1) 269 

(47.7) 

160 (28.4) 

8 I feel comfortable with my 

supervisor.  

17 (3.0) 35 (6.2) 98 (17.4) 367 

9(65.1) 

47 (8.3) 

9 I am satisfied with my subordinates. 9 (1.6) 48 (8.5) 78 (13.8) 248 

(44) 

181 (32.1) 

10 My peers/colleagues are cooperative. 14 (2.5 ) 39 (6.9) 89 (15.8) 364 

(64.5) 

58 (10.3) 

 Life satisfaction      

11 Life as a whole is satisfactory 11 (2) 31 (5.5) 109 

(19.3) 

221 

(39.2) 

192 (34) 

12 My occupational situation is good 5 (9.0) 56 (9.9) 97 (17.2) 346 

(61.3) 

60 (10.6) 
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13 My financial situation is good 10 (1.8) 32 (5.7) 90 (16) 244 

(43.3) 

188 (33.3) 

14 My leisure situation is good 8 (1.4) 75 (13.3) 143 

(25.4) 

271 

(48) 

67 (11.9) 

15 My contact with friends and 

acquaintances are good 

16 (2.8) 75 (13.3) 180 

(31.9) 

214 

(37.9) 

79 (14) 

16 My ability to manage my self-care 

(dressing, hygiene, transfers, 

etcetera) is good 

14 (2.5) 92 (16.3) 192 (34) 154 

(27.3) 

112 (19.9) 

17 My family life is satisfied 20 (3.5) 78 (13.8) 190 

(33.7) 

6.14 

 (30.1) 

106 (18.8) 

Table 5.19.  Frequency Distribution of Organisation Performance 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

CS 564 1 5 3.59 0.03 0.71 0.50 

Table 5.20. Descriptive Analysis of Career Satisfaction 

Table 5.20 statistics shows that employees are satisfied with their career as shown by mean value 

of 3.59 with standard error of 0.03. Standard deviation value was found to be 0.71 with standard 

error of 0.50. 
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N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

JS 564 1 5 3.92 0.03 0.76 0.59 

Table 5.21. Descriptive Analysis of Job Satisfaction 

Descriptive statistics of job satisfaction shows that employees are satisfied with their job as 

represented by mean value of 3.92. Standard deviation from mean was found to be 0.76 with 

standard error of 0.59 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance 

 Statistic Statistic Statistic Statistic Std. Error Statistic Statistic 

LS 564 1 5 3.66 0.03 0.73 0.54 

Table 5.22. Descriptive Analysis of Life Satisfaction 

Employees are satisfied with their life as a whole as shown by descriptive statistics of life 

satisfaction. Mean value was found to be 3.66 with standard error of 0.03. Deviation from mean 

was found to be 0.73 with error of 0.54. 

5.3. Summary 

In this chapter, researcher has discussed about descriptive statistics. Next chapter is most 

important chapter of the study which is about empirical analysis.  
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CHAPTER 6 

Human Capital, Social Capital and Organization Performance: 

Empirical Analysis 

In this chapter, researcher is going to focus on empirical analysis of the variables under study. 

First part is about data screening. Second section describes the reliability analysis. Third part is 

about correlation analysis. Fourth section describes Common Method variance. Fifth Section is 

about the first order CFA. After that direct impact and moderation is tested in sixth and seventh 

part. 

6.1. Data Screening 

First of all, data screening is required in order to determine whether data is suitable for 

regression analysis or not. Data Screening includes: 

 Determination of Missing Values 

 Determination of Outliers 

 Determination of Linearity 

 Determination of Normality 

 Determination of Multicollinearity 

Detail of data screening is given below: 
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No. of 

Que 

No of 

Respondents 

Values Missing 

Que 1 564 0 

Que 2 564 0 

Que 3 564 0 

Que 4 564 0 

Que 5 564 0 

Que 6 564 0 

Que 7 564 0 

Que 8 564 0 

Que 9 564 0 

Que 10 564 0 

Que 11 564 0 

Que 12 564 0 

Que 13 564 0 

Que 14 564 0 

Que 15 564 0 
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Que 16 564 0 

Que 17 564 0 

Que 18 564 0 

Que 19 564 0 

Que 20 564 0 

Que 21 564 0 

Que 22 564 0 

Que 23 564 0 

Que 24 564 0 

Que 25 564 0 

Que 26 564 0 

Que 27 564 0 

Que 28 564 0 

Que 29 564 0 

Que 30 564 0 

Que 31 564 0 

Que 32 564 0 
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Que 33 564 0 

Que 34 564 0 

Que 35 564 0 

Que 36 564 0 

Que 37 564 0 

Que 38 564 0 

Que 39 564 0 

Que 40 564 0 

Que 41 564 0 

Que 42 564 0 

Que 43 564 0 

Que 44 564 0 

Que 45 564 0 

Que 46 564 0 

Que 47 564 0 

Que 48 564 0 

Table 6.1: Missing Values 

Table 6.1 shows that there are no missing values in the data. So, analysis can be run.  
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Determination of Outliers 

Descriptive table provide you with an indication of how much a problem associated with these 

outlying cases. The expected value is the 5% Trimmed Mean. SPSS removes the top and bottom 

5 per cent of the cases and calculated a new mean value to obtain this Trimmed Mean value. If 

you compare the original mean and this new trimmed mean, you can see if your more extreme 

scores are having a lot of influence on the mean. If you find these two mean values are very 

different, you need to investigate the data points further. Analysis shows that value of mean and 

trimmed mean are closer to one another, so outliers does not exist in the data. 

Items 

Mean 

5% Trimmed 

Mean 

Academic Level of Manager 3.3759 3.4177 

Specific Training of Manager 3.3723 3.4137 

Management experience 3.5550 3.5847 

Diversified experience 3.6064 3.6379 

Professional Proficiency in technicalities 3.5940 3.6241 

Professional Proficiency in teaching 3.6631 3.7246 

Communication skills 3.5567 3.5946 

Strategic decision making 3.7021 3.7443 

Innovator bank manager 3.7110 3.7463 

Manager's awareness 3.6578 3.7108 

Manager's ability to discover opportunities 3.5213 3.5670 
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Economic status 3.4486 3.4823 

Cultural status 3.4309 3.4783 

Popularity status 3.4113 3.4527 

Political status 3.3528 3.3916 

Family interlinking 3.4645 3.4921 

Work interlinking 3.4291 3.4567 

Political interlinking 3.5443 3.5887 

Family encouragement 3.6312 3.6931 

Family  support 3.7021 3.7403 

Interpersonal unity 3.4557 3.5059 

Inter personal confidence 3.4894 3.5355 

Understanding of weakness 3.4663 3.5181 

Relations with financial entities 3.3103 3.3448 

Relation with government 3.2908 3.3231 

Relation with business associations 3.4326 3.4724 

Relations with cultural associations 3.4184 3.4251 

Relations with other banks 3.3936 3.4054 

Informal relation with government 3.5035 3.5079 

Informal relations with businessmen 3.5993 3.6379 

Informal relations with cultural associations 3.4894 3.5000 
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Satisfaction with success 3.4610 3.4882 

Satisfaction with career goals 3.4539 3.4645 

Satisfied with income goals 3.5071 3.5236 

Satisfied with advancement goals 4.0638 4.1422 

Satisfied with advancement of new skills 3.9716 4.0496 

Satisfied with present job 4.0124 4.1009 

Satisfied with work environment 3.9433 4.0181 

Comfortable with supervisor 3.6950 3.7502 

Satisfaction with subordinates 3.9645 4.0339 

Peers co-operation 3.7323 3.7857 

As a whole satisfaction 3.9787 4.0536 

Occupational situation 3.7092 3.7423 

Financial situation 4.0071 4.0831 

Leisure situation 3.5567 3.5788 

Contact with friends 3.4699 3.4980 

Ability to self-care 3.4574 3.4803 

Family life 3.4681 3.5039 

Table 6.2: Outliers Examination 
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Determination of Normality 

Normality shows that whether data is normally distributed or data has certain problem. 

Normality can be checked through skewness and kurtosis. Kline stated in 2005 that value of 

skewness greater than + 3 is of issue and value of kurtosis greater than + 10 is of issue. Data 

analysis shows that value of skewness is less than 3 and of kurtosis less than 10. So, data is 

normally distributed.  

Items Skewness Kurtosis 

Academic Level of Manager -.352 -1.006 

Specific Training of Manager -.295 -1.014 

Management Experience -.289 -.788 

Diversified Experience -.346 -.551 

Professional Proficiency in technicalities -.357 -.470 

Professional Proficiency in teaching -.535 -.341 

Communication Skills -.292 -.775 

Strategic Decision Making -.439 -.684 

Innovator bank manager -.330 -.689 

Manager's awareness -.461 -.271 

Manager's ability to discover opportunities -.279 -.707 

Economic status -.285 -.499 

Cultural status -.276 -.504 
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Popularity status -.250 -.571 

Political status -.289 -.319 

Family interlinking -.221 -.705 

Work interlinking -.216 -.496 

Political interlinking -.419 -.512 

Family encouragement -.497 -.485 

Family  support -.376 -.736 

Interpersonal unity -.338 -.672 

Inter personal confidence -.415 -.626 

Understanding of weakness -.437 -.851 

Relations with financial entities -.385 -.898 

Relation with government -.205 -.735 

Relation with business associations -.220 -.603 

Relations with cultural associations -.072 -.710 

Relations with other banks -.115 -.613 

Informal relation with government .003 -.774 

Informal relations with businessmen -.506 .054 

Informal relations with cultural associations -.332 -.273 

Satisfaction with success -.275 -.535 

Satisfaction with career goals -.324 -.579 
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Satisfied with income goals -.226 .018 

Satisfied with advancement goals -.939 .683 

Satisfied with advancement of new skills -1.069 1.559 

Satisfaction with present job -1.051 .707 

Satisfied with work environment -.980 .984 

Comfortable with supervisor -1.325 2.145 

Satisfaction with subordinates -.909 .382 

Peers co-operation -1.238 1.916 

As a whole satisfaction -.851 .407 

Occupational situation -.894 .725 

Financial situation -.945 .714 

Leisure situation -.504 -.204 

Contact with friends -.343 -.321 

Ability to self-care -.113 -.763 

Family life -.242 -.551 

Table 6.3. Examination of Normality in Data 

Determination of Linearity 

It is shown from ANOVA table that all values of significance of deviation from linearity are 

greater than 0.05, so data is linear as well. ANOVA tables are given below. 
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   Sum of 

Squares df Mean Square F Sig. 

CS * AK Between Groups (Combined) 72.154 9 8.017 21.264 .000 

Linearity 58.245 1 58.245 154.485 .000 

Deviation from 

Linearity 
13.909 8 1.739 4.611 .090 

Within Groups 208.872 554 .377   

Total 281.026 563    

JS * AK Between Groups (Combined) 32.879 9 3.653 6.829 .000 

Linearity 27.078 1 27.078 50.620 .000 

Deviation from 

Linearity 
5.801 8 .725 1.356 .213 

Within Groups 296.351 554 .535   

Total 329.230 563    

LS * AK Between Groups (Combined) 89.348 9 9.928 25.418 .000 

Linearity 70.986 1 70.986 181.744 .000 

Deviation from 

Linearity 
18.362 8 2.295 5.877 .075 

Within Groups 216.382 554 .391   

Total 305.730 563    

 

Table 6.4.1. ANOVA Table of Academic Knowledge and Dependent Variables (Job 

Satisfaction, Career Satisfaction and Life Satisfaction) 
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   Sum of 

Squares Df 

Mean 

Square F Sig. 

CS * experience Between Groups (Combined) 80.905 9 8.989 24.886 .000 

Linearity 54.296 1 54.296 150.309 .000 

Deviation from 

Linearity 
26.608 8 3.326 9.208 .056 

Within Groups 200.121 554 .361   

Total 281.026 563    

JS * experience Between Groups (Combined) 33.404 9 3.712 6.951 .000 

Linearity 20.086 1 20.086 37.616 .000 

Deviation from 

Linearity 
13.318 8 1.665 3.118 .086 

Within Groups 295.826 554 .534   

Total 329.230 563    

LS * experience Between Groups (Combined) 74.426 9 8.270 19.806 .000 

Linearity 52.228 1 52.228 125.092 .000 

Deviation from 

Linearity 
22.198 8 2.775 6.646 .125 

Within Groups 231.305 554 .418   

Total 305.730 563    

 

Table 6.4.2. ANOVA Tables between Experience and Dependent Variables 
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   Sum of 

Squares df 

Mean 

Square F Sig. 

CS * PE Between Groups (Combined) 90.340 13 6.949 20.044 .000 

Linearity 75.424 1 75.424 217.548 .000 

Deviation from 

Linearity 
14.915 12 1.243 3.585 .099 

Within Groups 190.686 550 .347   

Total 281.026 563    

JS * PE Between Groups (Combined) 40.137 13 3.087 5.874 .000 

Linearity 33.189 1 33.189 63.142 .000 

Deviation from 

Linearity 
6.948 12 .579 1.102 .356 

Within Groups 289.092 550 .526   

Total 329.230 563    

LS * PE Between Groups (Combined) 87.953 13 6.766 17.087 .000 

Linearity 73.137 1 73.137 184.708 .000 

Deviation from 

Linearity 
14.816 12 1.235 3.118 .231 

Within Groups 217.778 550 .396   

Total 305.730 563    

 

Table 6.4.3. ANOVA Table for Professional Experience and Dependent Variables 
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   Sum of 

Squares Df 

Mean 

Square F Sig. 

CS * AK Between Groups (Combined) 72.154 9 8.017 21.264 .000 

Linearity 
58.245 1 58.245 

154.48

5 
.000 

Deviation from 

Linearity 
13.909 8 1.739 4.611 .085 

Within Groups 208.872 554 .377   

Total 281.026 563    

JS * AK Between Groups (Combined) 32.879 9 3.653 6.829 .000 

Linearity 27.078 1 27.078 50.620 .000 

Deviation from 

Linearity 
5.801 8 .725 1.356 .213 

Within Groups 296.351 554 .535   

Total 329.230 563    

LS * AK Between Groups (Combined) 89.348 9 9.928 25.418 .000 

Linearity 
70.986 1 70.986 

181.74

4 
.000 

Deviation from 

Linearity 
18.362 8 2.295 5.877 .067 

Within Groups 216.382 554 .391   

Total 305.730 563    

Table 6.4.4. ANOVA Tables for Cognitive Ability and Dependent Variables 
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   Sum of 

Squares df 

Mean 

Square F Sig. 

CS * 

status 

Between 

Groups 

(Combined) 97.334 17 5.726 17.018 .000 

Linearity 43.649 1 43.649 129.741 .000 

Deviation from 

Linearity 
53.685 16 3.355 9.973 .123 

Within Groups 183.692 546 .336   

Total 281.026 563    

JS * status Between 

Groups 

(Combined) 48.055 17 2.827 5.489 .000 

Linearity 18.858 1 18.858 36.620 .000 

Deviation from 

Linearity 
29.197 16 1.825 3.544 .076 

Within Groups 281.174 546 .515   

Total 329.230 563    

LS * 

status 

Between 

Groups 

(Combined) 111.631 17 6.567 18.472 .000 

Linearity 45.085 1 45.085 126.823 .000 

Deviation from 

Linearity 
66.546 16 4.159 11.700 .095 

Within Groups 194.099 546 .355   

Total 305.730 563    

 

Table 6.4.5. ANOVA between Status and Dependent Variables 
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   Sum of 

Squares df 

Mean 

Square F Sig. 

CS * 

FS 

Between 

Groups 

(Combined) 131.857 20 6.593 23.999 .000 

Linearity 87.875 1 87.875 319.878 .000 

Deviation from 

Linearity 
43.983 19 2.315 8.427 .142 

Within Groups 149.169 543 .275   

Total 281.026 563    

JS * FS Between 

Groups 

(Combined) 63.876 20 3.194 6.536 .000 

Linearity 48.408 1 48.408 99.058 .000 

Deviation from 

Linearity 
15.468 19 .814 1.666 .083 

Within Groups 265.353 543 .489   

Total 329.230 563    

LS * 

FS 

Between 

Groups 

(Combined) 151.054 20 7.553 26.514 .000 

Linearity 120.403 1 120.403 422.680 .000 

Deviation from 

Linearity 
30.651 19 1.613 5.663 .098 

Within Groups 154.676 543 .285   

Total 305.730 563    

 

Table 6.4.6. ANOVA between Family Support and Dependent Variables 
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   Sum of 

Squares df 

Mean 

Square F Sig. 

CS * 

complicity 

Between 

Groups 

(Combined) 118.105 13 9.085 30.670 .000 

Linearity 86.181 1 86.181 290.936 .000 

Deviation from 

Linearity 
31.924 12 2.660 8.981 .065 

Within Groups 162.921 550 .296   

Total 281.026 563    

JS * 

complicity 

Between 

Groups 

(Combined) 50.357 13 3.874 7.640 .000 

Linearity 34.528 1 34.528 68.098 .000 

Deviation from 

Linearity 
15.829 12 1.319 2.602 .234 

Within Groups 278.872 550 .507   

Total 329.230 563    

LS * 

complicity 

Between 

Groups 

(Combined) 115.537 13 8.887 25.701 .000 

Linearity 89.764 1 89.764 259.580 .000 

Deviation from 

Linearity 
25.773 12 2.148 6.211 .090 

Within Groups 190.193 550 .346   

Total 305.730 563    

 

Table 6.4.7. ANOVA between Complicity and Dependent Variables 
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   Sum of 

Squares df 

Mean 

Square F Sig. 

CS * 

PR 

Between 

Groups 

(Combined) 126.030 16 7.877 27.798 .000 

Linearity 92.143 1 92.143 325.183 .000 

Deviation from 

Linearity 
33.887 15 2.259 7.973 .087 

Within Groups 154.996 547 .283   

Total 281.026 563    

JS * PR Between 

Groups 

(Combined) 40.734 16 2.546 4.827 .000 

Linearity 28.875 1 28.875 54.748 .000 

Deviation from 

Linearity 
11.859 15 .791 1.499 .100 

Within Groups 288.496 547 .527   

Total 329.230 563    

LS * PR Between 

Groups 

(Combined) 96.803 16 6.050 15.840 .000 

Linearity 74.044 1 74.044 193.857 .000 

Deviation from 

Linearity 
22.759 15 1.517 3.972 .098 

Within Groups 208.927 547 .382   

Total 305.730 563    

 

Table 6.4.8. ANOVA between Personal Relations and Dependent Variables 
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   Sum of 

Squares df 

Mean 

Square F Sig. 

CS * SR Between 

Groups 

(Combined) 133.344 10 13.334 49.931 .000 

Linearity 125.718 1 125.718 470.755 .000 

Deviation from 

Linearity 
7.626 9 .847 3.173 .060 

Within Groups 147.682 553 .267   

Total 281.026 563    

JS * SR Between 

Groups 

(Combined) 46.549 10 4.655 9.106 .000 

Linearity 39.578 1 39.578 77.425 .000 

Deviation from 

Linearity 
6.971 9 .775 1.515 .139 

Within Groups 282.680 553 .511   

Total 329.230 563    

LS * SR Between 

Groups 

(Combined) 99.580 10 9.958 26.713 .000 

Linearity 85.703 1 85.703 229.900 .000 

Deviation from 

Linearity 
13.877 9 1.542 4.136 .672 

Within Groups 206.150 553 .373   

Total 305.730 563    

 

Table 6.4.9. ANOVA between Social Relations and Dependent Variables 
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Determination of Multicollinearity 

This analysis is not required for present model because there is only one independent variable 

6.2. Reliability Analysis 

Cronbach Alpha is usually used to check the reliability of data. Value closer to 1 is considered 

most appropriate. But value above or near 0.7 is also acceptable. Cronbach Alpha for Human 

Capital was found to be 0.80, for social capital it was found to be 0.85 and for organization 

performance it was found to be 0.90. Composite reliability and dimension wise reliability is 

given below. 

Variables Dimensions Cronbach Alpha 

Human Capital  0.80 

 Knowledge 0.90 

Experience 0.86 

Professional Experience 0.74 

Cognitive Ability 0.70 

Social Capital  0.85 

 Status 0.80 

Complicity 0.90 

Personal Relations 0.80 

Social relations 0.70 

Interlinking 0.75 

Organization 

Performance 

 0.90 

 Career Satisfaction 0.80 

Life satisfaction 0.75 

Job satisfaction 0.90 

Table 6.5. Reliability Analysis 
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6.3. Correlation Analysis 

The analysis of correlation was done to check the relationship among variables. Correlation just 

shows the strength of relationship among variables while does not show the cause and effect 

relationship among variables (Requena, 2003). The positive or negative relationship is measured 

by its sign and strength of the relationship among variables is measured by looking at the value 

of r which falls between 0 and 1. If the value of r is near to 1, it shows the perfect relationship. 

There are two tests which are used to check the correlation between variables; one is Pearson 

correlation and second is spearman correlation. If the variables are on interval scale then the 

Pearson correlation is more suitable to check the relationship between explained and explanatory 

variables. In existing study Likert scale has been used so Pearson correlation is used to explore 

the relationship. 

Social Relation, Personal Relation, Complicity, Interlinking & Family Support and Status are 

positively correlated with Life Satisfaction (r = .677, .539, .588, .677, .642, p<0.01) Job 

Satisfaction (r = .429, .305, .354, .402, .377, p<0.01) and Career Satisfaction (r = .694, .609, 

.531, .607, .570, p<0.01) while Experience, Professional Experience, Cognitive Ability and 

Academic Knowledge have strong and positive correlation with Life Satisfaction (r = .574, .591, 

.584, .546, p<0.01) Job Satisfaction (r = .323, .357, .364, .300, p < 0.01) and Career Satisfaction 

(r = .547, .550, .507, .521, p <0.01). 
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Variabl

es 

Socia

l 

Relat

ion 

Perso

nal 

Relat

ions 

Compl

icity 

Interlin

king  

Stat

us 

Cogni

tive 

Abilit

y 

Profess

ional 

Experi

ence 

Experi

ence 

knowl

edge 

Life 

Satisfa

ction 

Job 

Satisfa

ction 

Career 

Satisfa

ction 

Social 

Relatio

n 

1     

 

                  

Person

al 

.835*

* 

1                     

Compli

city. 

.849*

* 

.636*

* 

1                   

Interlin

k. 

.900*

* 

.696*

* 

.843** 1                 

Status. .822*

* 

.650*

* 

.682** .968** 1               

Cogniti

ve 

Ability 

.718*

* 

.531*

* 

.714** .786** .736

** 

1             

Profess

ional 

Ex. 

.740*

* 

.575*

* 

.738** .803** .748

** 

.956*

* 

1           

Experi

ence 

.729*

* 

.622*

* 

.715** .753** .691

** 

.800*

* 

.902** 1         

knowle

dge 

.696*

* 

.612*

* 

.677** .705** .643

** 

.715*

* 

.827** .988** 1       

Life 

Sat. 

.677*

* 

.539*

* 

.588** .677** .642

** 

.584*

* 

.591** .574** .546** 1     

Job 

Sat. 

.429*

* 

.305*

* 

.354** .402** .377

** 

.364*

* 

.357** .323** .300** .503** 1   

Career 

Sat. 

.694*

* 

.609*

* 

.531** .607** .570

** 

.507*

* 

.550** .547** .521** .587** .448** 1 

** =correlation is significant at .01 each 

Table 6.6. Correlation Analysis 
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6.4. Common Method Variance (Herman single factor Test) 

Harman's single component test was utilized to check whether the lion's share of difference can 

be clarified by the utilization of single variable. Before going for Factor Analysis Kaiser-Meyer-

Olkin Measure of Sampling Adequacy and Bartlett's Test of Sphericity was performed to see 

whether the information is suitable for CFA. By, "Bartlett's test of sphericity lets us know that 

the variables in the populace are uncorrelated with one another at the end of the day we might 

say that every variable superbly connect with itself". Limits for KMO are as, above .90 

magnificent; commendable .80; moderate .70; not great .50 and undesirable < .50 (Dziuban and 

Shirkey). KMO value of .923 and significant of Bartlett’s Test (p<0.001) revealed that it is 

correct to proceed for CFA to check for CMB. It was observed that 42.215% variance was 

explained when only one factor was generated. It was concluded that CMB was not an issue in 

the data set. 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 

.923 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 25994.329 

Df 1128 

Sig. .000 

 

 Table 6.7. Sample Adequacy 
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Total Variance Explained 

Compone

nt 

Initial Eigenvalues Extraction Sums of Squared Loadings 

  

Total % of 

Variance 

 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

di

m

e

ns

io

n

0 

1 20.263 42.215 42.215 20.263 42.215 42.215 

2 4.803 10.006 52.221    

3 2.295 4.781 57.001    

4 1.698 3.538 60.539    

5 1.637 3.410 63.949    

6 1.327 2.764 66.713    

7 1.221 2.543 69.256    

8 1.121 2.336 71.593    

9 1.051 2.191 73.783    

10 

…

…                             

     

.880 

……

… 

1.833 

……….. 

75.616 

……….. 

 

   

 

Table 6.8.  Common Method Variance 
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6.5. Scale Level Confirmatory Factor Analysis 

Human capital 

(i). Factor Loading 

Human Capital (Figure 6.1) shows the first-rate fit model where HCAK1, HCAK2, HCEX1, 

HCEX2, HCPEX1, HUPEX2, HCPEX3, HCCA1, HCCA2 and HCCA3 shows the loading of 

factor .788, .804, .828, .853, .775, .813, .706, .865, .841, .735 and .648 (Table 6.9.(i)) and they 

show the values of factor loading above the recommended values. 

  

Figure 6.1. Model of Human Capital 
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Estimate P 

Q1 <--- Know .788 *** 

Q2 <--- Know .804 *** 

Q3 <--- Ex .828 *** 

Q4 <--- Ex .853 *** 

Q5 <--- Prof .775 *** 

Q6 <--- Prof .813 *** 

Q7 <--- Prof .706 *** 

Q8 <--- Able .865 *** 

Q9 <--- Able .841 *** 

Q10 <--- Able .735 *** 

Table 6.9 (i). Standardized Regression Weights of Human Capital Items 

 

(ii). Model Fit Summary 

Chi-square to degree of freedom is used to check the model fitness and value less than 3 is 

considered acceptable which shows a good model (Anderson, Park and Jack 2007). Chi-square to 

degree of freedom for present model was found to be 2.35 which shows a good model fit. 

Another measure of model fit summary is GFI and AGFI which are used to explain the variance 

of model. Value of GFI and AGFI for present model are found to be 0.905 and 0.807 which are 

in acceptable range as value of GFI and AGFI above 0.9 and closer to 1 are considered excellent 

(Anderson, Park and Jack 2007). RMSEA is used to investigate the error of approximation and 

value near to 0.08 is considered acceptable and it should not be greater than 0.1 (Brindley, 2005). 
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For present model, it is 0.081 showing the error of approximation less than acceptable value. 

Value of PCLOSE which shows fit of model should be greater than 0.5. For present model, it is 

0.969 which show a good model fit. Results are given in Table 6.9 (ii). 

Model CMIN/DF GFI AGFI RMSEA PCLOSE 

Default 

model 
2.35 0.905 0.807 

0.081 0.969 

Table 6.9 (ii). Summary of Model Fit 

 

Social Capital (Status, Interlinking, Complicity, Personal Relation and Social Relations) 

(i). Factor Loading 

Social capital (Figure 6.2) shows the first-rate fit model where SCS1, SCS3, SCS4, SCIFS1, 

SCIFS3, SCIFS4, SCC1, SCC2, SCC3, SCPR2, SCPR3, SCPR4, SCSR2, SCSR3 and SCSR4 

shows the loading of factors .803, .682, .787, .836, .683, .738, .881, .871, .948, .901, .842, .879, 

.719, .548, .692 and .831 (Table 6.10 i) and they show the values of factor loading above the 

recommended values. SCS2, SCIFS2 and SCSR1 were dropped due to negative factor loading.  
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Figure 6.2. Model of Social Capital 

   
Estimate P 

Q12 <--- status. .803 *** 

Q14 <--- status. .682 *** 
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Estimate P 

Q15 <--- status. .787 *** 

Q16 <--- interlink. .836 *** 

Q18 <--- interlink. .683 *** 

Q19 <--- interlink. .738 *** 

Q21 <--- complicity. .881 *** 

Q22 <--- complicity. .871 *** 

Q23 <--- complicity. .948 *** 

Q25 <--- personal. .901 *** 

Q26 <--- personal. .842 *** 

Q27 <--- personal. .879 *** 

Q29 <--- social. .719 *** 

Q30 <--- social. .548 *** 

Q31 <--- social. .692 *** 

Q24 <--- personal. .831 *** 

Table 6.10 (i). Standardized Regression Weights of Social Capital Items 

(ii). Model Fit Summary 

Chi-square to degree of freedom is used to check the model fitness and value less than 3 is 

considered acceptable which shows a good model (Anderson, Park and Jack 2007). Chi-square to 

degree of freedom for present model was found to be 2.50 which shows a good model fit. 

Another measure of model fit summary is GFI and AGFI which are used to explain the variance 
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of model. Value of GFI and AGFI for present model are found to be 0.894 and 0.830 which are 

in acceptable range as value of GFI and AGFI above 0.9 and closer to 1 are considered excellent 

(Berger and Luckmann, 1991). RMSEA is used to investigate the error of approximation and 

value near to 0.08 is considered acceptable and it should not be greater than 0.1 (Brown et al. 

2002). For present model, it is 0.09 showing the error of approximation less than acceptable 

value. Value of PCLOSE which shows fit of model should be greater than 0.5. For present 

model, it is 0.890 which show a good model fit. Results are given in Table 6.10 (ii). 

Model CMIN/DF GFI AGFI RMSEA PCLOSE 

Default 

model 
2.50 0.894 0.830 

0.09 0.890 

Table 6.10 (ii). Summary of Model Fit 

 

Organization Performance (Career Satisfaction, Job Satisfaction, Life Satisfaction) 

Career Satisfaction 

(i). Factor Loading 

Career Satisfaction (Figure 6.3.1) shows the first-rate fit model where CS1, CS2, CS3, CS4 and 

CS5 shows the loading of factor .757, .885, 699, .328 and .315 (Table 6.11.1.i) and they show 

the values of factor loading above the recommended values.  
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Figure 6.3.1. Model of Career Satisfaction 

  
Estimate P 

Q32 <--- Career_Satisfaction .757 *** 

Q33 <--- Career_Satisfaction .885 *** 

Q34 <--- Career_Satisfaction .699 *** 

Q35 <--- Career_Satisfaction .328 *** 

Q36 <--- Career_Satisfaction .315 *** 

Table 6.11.1 (i) Standardized Regression Weights of Career Satisfaction Items 

(ii). Model Fit Summary 

Chi-square to degree of freedom is used to check the model fitness and value less than 3 is 

considered acceptable which shows a good model (Anderson and Gerbin, 1988). Chi-square to 

degree of freedom for present model was found to be 2.45 which shows a good model fit. 

Another measure of model fit summary is GFI and AGFI which are used to explain the variance 

of model. Value of GFI and AGFI for present model are found to be 0.995 and 0.974 which are 

in acceptable range as value of GFI and AGFI above 0.9 and closer to 1 are considered excellent 

( Anderson and Gerbin, 1988 and Bentler, 1992). RMSEA is used to investigate the error of 
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approximation and value near to 0.08 is considered acceptable and it should not be greater than 

0.1 (Browne and Cudeck, 1993). For present model, it is 0.051 showing the error of 

approximation less than acceptable value. Value of PCLOSE which shows fit of model should be 

greater than 0.5. For present model, it is 0.610 which show a good model fit. Results are given in 

Table 6.11.1 (ii). 

Model CMIN/DF GFI AGFI RMSEA PCLOSE 

Default 

model 
2.45 0.995 0.974 

0.051 0.610 

Table 6.11.1 (ii). Summary of Model Fit 

Job Satisfaction 

(i). Factor Loading 

Job Satisfaction (Figure 6.3.2) shows the first-rate fit model where JS1, JS2, JS3, JS4 and JS5 

shows the loading of factor .648, .805, .835, .913 and .810 (Table 6.11.2.i) and they show the 

values of factor loading above the recommended values.  

 

Figure 6.3.2. Model of Job Satisfaction 
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Estimate P 

Q37 <--- job_satisfaction .648 *** 

Q38 <--- job_satisfaction .805 *** 

Q39 <--- job_satisfaction .835 *** 

Q40 <--- job_satisfaction .913 *** 

Q41 <--- job_satisfaction .810 *** 

 

Table 6.11.2 (i) Standardized Regression Weights of Job Satisfaction Items 

 (ii). Model Fit Summary 

Chi-square to degree of freedom is used to check the model fitness and value less than 3 is 

considered acceptable which shows a good model ( Anderson and Gerbin, 1988). Chi-square to 

degree of freedom for present model was found to be 1.236 which shows a good model fit. 

Another measure of model fit summary is GFI and AGFI which are used to explain the variance 

of model. Value of GFI and AGFI for present model are found to be 0.997 and 0.987 which are 

in acceptable range as value of GFI and AGFI above 0.9 and closer to 1 are considered excellent 

( Anderson and Gerbin, 1988 and Bentler, 1992). RMSEA is used to investigate the error of 

approximation and value near to 0.08 is considered acceptable and it should not be greater than 

0.1 (Browne and Cudeck, 1993). For present model, it is 0.071 showing the error of 

approximation less than acceptable value. Value of PCLOSE which shows fit of model should be 

greater than 0.5. For present model, it is 0.760 which show a good model fit. Results are given in 

Table 6.11.2 (ii). 
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Table 6.11.2 (ii). Summary of Model Fit 

Life Satisfaction 

(i). Factor Loading 

Life Satisfaction (Figure 6.3.3) shows the first-rate fit model where LS1, LS2, LS3, LS5, LS6 

and LS7 shows the loading of factor .437, .481, .441, .798, .934 and .808 (Table 6.11.3.i) and 

they show the values of factor loading above the recommended values. LS4 was dropped due to 

negative factor loading.  

 

Figure 6.3.3. Model of Life Satisfaction 

 

 

 

 

Model CMIN/DF GFI AGFI RMSEA PCLOSE 

Default 

model 
1.236 0.997 0.987 

0.071 0.760 
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Estimate P 

Q42 <--- life_satisfaction .437 *** 

Q43 <--- life_satisfaction .481 *** 

Q44 <--- life_satisfaction .441 *** 

Q46 <--- life_satisfaction .798 *** 

Q47 <--- life_satisfaction .934 *** 

Q48 <--- life_satisfaction .808 *** 

Table 6.11.3 (i) Standardized Regression Weights of Life Satisfaction Items 

 

(ii). Model Fit Summary 

Chi-square to degree of freedom is used to check the model fitness and value less than 3 is 

considered acceptable which shows a good model ( Anderson and Gerbin, 1988). Chi-square to 

degree of freedom for present model was found to be 2.45 which shows a good model fit. 

Another measure of model fit summary is GFI and AGFI which are used to explain the variance 

of model. Value of GFI and AGFI for present model are found to be 0.995 and 0.986 which are 

in acceptable range as value of GFI and AGFI above 0.9 and closer to 1 are considered excellent 

(Anderson and Gerbin, 1988 and Bentler, 1992). RMSEA is used to investigate the error of 

approximation and value near to 0.08 is considered acceptable and it should not be greater than 

0.1 (Browne and Cudeck, 1993). For present model, it is 0.023 showing the error of 

approximation less than acceptable value. Value of PCLOSE which shows fit of model should be 

greater than 0.5. For present model, it is 0.840 which show a good model fit. Results are given in 

Table 6.11.3 (ii). 
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Model CMIN/DF GFI AGFI RMSEA PCLOSE 

Default 

model 
1.29 0.995 0.986 

0.023 0.840 

Table 6.11.3 (ii). Summary of Model Fit 

 

6.6.  Direct Effect of Human Capital on Organization Performance (Career 

Satisfaction, Job satisfaction and Life satisfaction) 

To find the direct relationship between human capital as a composite construct and career 

satisfaction we treated both variables as imputed and observed where human capital was 

endogenous variable and career satisfaction was exogenous variable as shown in diagram. The 

overall relationship was strong positive with p<.001, B=.500. Analysis shows that 1% increase or 

decrease in human capital will cause 50% increase or decrease in career satisfaction of 

employees. Hence our hypothesis H1 that there is positive and significant association between 

Human Capital and organization performance (career satisfaction) has been proved and 

confirmed. 

  

Paths/Variables Estimate S.E. C.R. P 

Sat_Car <--- Human_Capital .500 .031 16.046 *** 

Table 6.12. Direct Effect of Human Capital on Career Satisfaction 

Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + € 
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Y =  2.668 + 0.500𝑋1 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Human Capital) 

 

Fig 6.4. Direct Effect of Human Capital on Career Satisfaction 

To find the direct relationship between human capital as a composite construct and job 

satisfaction we treated both variables as imputed and observed where human capital was 

endogenous variable and job satisfaction was exogenous variable as shown in diagram. The 

overall relationship was strong positive with p<.001, B=.281. Analysis shows that 1% increase or 

decrease in human capital will cause 28.1% increase or decrease in job satisfaction of employees.  

Hence our hypothesis H2 that there is significant association between human capital and 

organization performance (job satisfaction) has been proved and confirmed.   

   

  

Paths/Variables Estimate S.E. C.R. P 

J_Car <--- Human_Capital .281 .031 8.966 *** 

Table 6.13. Direct Effect of Human Capital on Job Satisfaction 

Mathematical Equation for the relationship is: 
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Y =  𝛽0 + 𝛽1𝑋1 + € 

Y =  2.668 + 0.281𝑋1 

Where  

Y = Dependent Variable (Job Satisfaction) 

X1= Independent Variable (Human Capital) 

 

Fig 6.5. Direct Effect of Human Capital on Job Satisfaction 

To find the direct relationship between human capital as a composite construct and life 

satisfaction we treated both variables as imputed and observed where human capital was 

endogenous variable and life satisfaction was exogenous variable as shown in diagram. The 

overall relationship was strong positive with p<.001, B=.303. It is clear from analysis that 1% 

increase or decrease in Human Capital will cause 30% increase or decrease in life satisfaction of 

employees. Hence our hypothesis H3 that Human Capital has significant impact on organization 

performance (life satisfaction) has been proved and confirmed. 

 

Paths/Variables 

 

Estimate S.E. C.R. P 

life <--- Human_Capital .303 .017 18.029 *** 

Table 6.14 .Direct Effect of Human Capital on Life Satisfaction 
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Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + € 

Y =  2.668 + 0.303𝑋1 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Human Capital) 

 

Fig 6.6. Direct Effect of Human Capital on Life Satisfaction 

6.7. Moderation 

Moderator is said to be a situational variable that may or may not affect the relationship of 

dependent and independent variable. According to Dhaliwal, (1998), there are different types of 

moderation which are stated below: 

 Moderator is said to be simple positive or negative if only B3 is significant. 

 Moderator is said to supplement the relationship if B2 is significant and positive while B3 

is not. 

 Moderator is said to reduce the relationship if B2 is significant but negative while B3 is 

not. 
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 Moderator is said to reduce the relationship if B3 is significant and positive. 

 Moderator is said to supplement the relationship if B3 is negative but significant. 

 Moderator is said to simply moderate the relationship if only either B2 or B3 is 

significant. 

 Moderator is said to act as reverser if both betas are significant, whatever sign they have. 

 If both B2 and B3 are significant, then: 

o If B2 is positive (+) and B3 is negative (-), moderator is said to substitute the 

relationship. 

o If B2 is negative (-) and B3 is also negative (-), moderator is said to neutralize the 

relationship. 

o If B2 is positive (+) and B3 is also (+), moderator is said to enhance the 

relationship. 

o If B2 is negative (-) and B3 is positive (+), moderator is said to reduce the 

relationship. 

6.8. Analysis of Moderation/Interactional effects 

For the purpose of finding interactional effects of composite and each variable in social capital 

(status, family support, personal relation, social relation) on the relationship between composite 

variable and human capital dimensions (knowledge, experience, professional proficiency, 

cognitive ability) and performance dimensions (job satisfaction, career satisfaction, life 

satisfaction) we used AMOS 22. First of all the variables were standardized, then multiplication 

terms were obtained through standardized values in SPSS by multiplying independent variable 

and interaction or moderating variables. Estimates (beta values) standard error and p values were 
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obtained and decision were made on the basis of interactional term if it was significantly 

contribute to the regression equations through Structural equation modeling. First composite 

effect is seen and then dimension wise effect is observed. The detailed results of each interaction 

are presented below step by step. 

6.8.1.  Moderating Effect of Social Capital in between Human Capital and 

Organization Performance 

To see whether the model for overall constructs, human capital, social capital and performance 

was fit, their summative scores were obtained and standardized values were acquired and 

interactional term was made for human and social capital. The overall model was excellent fit 

with the following beta values. The interaction term was fit at p<.05, B=.073. Analysis shows 

that social capital acts as enhancer in between Human Capital and Organization Performance as 

B2>0 and B3>0.  Hence our hypothesis H4 that social capital will moderate the association 

between Human Capital and organization performance has been proved and confirmed. 

Paths/Variables Estimate S.E. C.R. P 

ZOrg_Performance 
<-

-- 
ZHuman_Capital .154 .053 2.908 .004 

ZOrg_Performance 
<-

-- 
ZSocial_Capital .595 .051 11.739 *** 

ZOrg_Performance 
<-

-- 
Human_X_Social .073 .032 2.257 .024 

Table 6.15. Moderating Effect of Social Capital in between Human Capital and 

Organization Performance 
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Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.154𝑋1 + 0.595𝑋2 + 0.073𝑋3 

Where  

Y =  Dependent Variable (Org. Performance) 

X1=  Independent Variable (Human Capital) 

X2=  Moderating Variable (Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.7. Moderating Role of Social Capital in between Human Capital and Organization 

Performance 
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6.8.2.  Moderating Effect of Social Capital in between Human Capital and 

Career Satisfaction 

To investigate the moderating role of social capital in the relationship between human capital and 

career satisfaction, their summative scores were obtained and standardized values were acquired 

and interactional term was made for human and social capital. Paths were analyzed for their 

significance. The overall model was excellent fit with the following beta values. The interaction 

term was fit at p<.05, B=.120. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. Hence our hypothesis H5 that is social capital 

both composite and dimension wise will moderate the relationship between human capital both 

composite and dimension wise and organization performance (career satisfaction) has been 

proved and confirmed. 

Paths/Variables Estimate S.E C.R. P 

ZSat_Car <--- ZHuman_Capital .080 .056 1.439 .040 

ZSat_Car <--- ZSocial_Capital .589 .053 11.015 *** 

ZSat_Car <--- Human_X_Social .120 .034 1.97 .047 

Table 6.16. Moderating Effect of Social Capital in between Human Capital and 

Organization Performance (Career Satisfaction) 

Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.080𝑋1 + 0.589𝑋2 + 0.120𝑋3 
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Where  

Y =  Dependent Variable (Org. Performance) 

X1=  Independent Variable (Human Capital) 

X2=  Moderating Variable (Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.8. Moderating Effect of Social Capital in between Human Capital and Organization 

Performance (Career Satisfaction) 

6.8.3.  Moderating Effect of Components of Social Capital in between 

Components of Human Capital and Organization Performance (Career 

Satisfaction) 

Table 6.17 tells that direct effect of Knowledge on Career satisfaction is (B = .267, p< .001) and 

Status on job satisfaction is (B=.401, p<.001) but when we enter the interactional term in the 
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model its (B=.303, p< .10) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zknow .267 .045 5.907 *** 

ZSat_Car <--- Zstatus .401 .044 9.147 *** 

ZSat_Car <--- know_x status     .303 .044 1.902 .061 

Table 6.17. Moderating Effects of Status between Knowledge and Career Satisfaction 

Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.267𝑋1 + 0.401𝑋2 + 0.303𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3= Interaction term of X1 and X2 
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Fig 6.9. Moderating Effect of Social Capital (Status) in between Human Capital 

(Knowledge) and Organization Performance (Career Satisfaction) 

Table 6.18 tells that direct effect of Experience on Career satisfaction is (B = .295, p< .001) and 

Status on Career satisfaction is (B=.368, p<.001) but when we enter the interactional term in the 

model its (B=.267, p< .10) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zex .295 .048 6.175 *** 

ZSat_Car <--- Zstatus .368 .046 7.944 *** 

ZSat_Car <--- exp_x status     .267 .045 5.907 .061 

Table 6.18. Moderating Effects of Status between Experience and Career Satisfaction 
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Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.295𝑋1 + 0.368𝑋2 + 0.267𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

 Fig 6.10. Moderating Effect of Social Capital (Status) in between Human Capital 

(Experience) and Organization Performance (Career Satisfaction) 

Table 6.19 tells that direct effect of Professional Experience on Career satisfaction is (B = .276, 

p< .001) and Status on Career satisfaction is (B=.361, p<.001) but when we enter the 

interactional term in the model its (B=.267, p< .10) which is significant and predicts that 
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introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zprof .276 .053 5.237 *** 

ZSat_Car <--- Zstatus .361 .051 7.089 *** 

ZSat_Car <--- prof_x status     .267 .045 5.907 .061 

Table 6.19. Moderating Effects of Status between Professional Experience and Career 

Satisfaction 

Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.276𝑋1 + 0.361𝑋2 + 0.267𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.11. Moderating Effect of Social Capital (Status) in between Human Capital 

(Professional Experience) and Organization Performance (Career Satisfaction) 

Table 6.20 tells that direct effect of Cognitive Ability on Career satisfaction is (B = .173, p<.05) 

and Status on Career satisfaction is (B=.433, p<.001) but when we enter the interactional term in 

the model its (B=.433, p< .001) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zable .173 .053 3.264 .001 

ZSat_Car <--- Zstatus .433 .051 8.561 *** 

ZSat_Car <--- ability_x status     .295 .048 6.175 *** 

Table. 6. 20. Moderating Effects of Status between Cognitive Ability and Career 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0. .173𝑋1 + 0.433𝑋2 + 0.295𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.12. Moderating Effect of Social Capital (Status) in between Human Capital 

(Cognitive Ability) and Organization Performance (Career Satisfaction) 

Table 6.21 tells that direct effect of Knowledge on Career satisfaction is (B = .306, p< .0.001) 

and complicity on Career satisfaction is (B=.329, p<.001) but when we enter the interactional 
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term in the model it becomes (B=.210, p< .001) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables 
  

Estimate S.E. C.R. P 

ZSat_Car <--- Zknow .306 .049 6.218 *** 

ZSat_Car <--- know_x_complicity .210 .038 1.991 .002 

ZSat_Car <--- Zcomplicity. .329 .047 7.007 *** 

Table 6.21. Moderating Effects of Complicity between Knowledge and Career Satisfaction 

Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.306 + 0.329𝑋2 + 0.210𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.13. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Knowledge) and Organization Performance (Career Satisfaction) 

Table 6.22 tells that direct effect of Experience on Career satisfaction is (B = .345, p> .001) and 

complicity on Career satisfaction is (B=.286, p<.001) but when we enter the interactional term in 

the model it becomes (B=.118, p< .001) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive.  

Paths/Variables 
  

Estimate S.E. C.R. P 

ZSat_Car <--- Zex .345 .052 6.633 *** 

ZSat_Car <--- exp_x_complicity .118 .038 1.902 .008 

ZSat_Car <--- Zcomplicity. .286 .049 5.818 *** 

Table 6.22. Moderating Effects of Complicity between Experience and Career Satisfaction 

 



184 
 

 

Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.345𝑋1 + 0.118𝑋2 + 0.286𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.14. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Experience) and Organization Performance (Career Satisfaction) 
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Table 6.23 tells that direct effect of Professional Experience on Career satisfaction is (B = .316, 

p> .001) and complicity on Career satisfaction is (B=.284, p<.001) but when we enter the 

interactional term in the model it becomes (B=.063, p< .10) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. However, it is in 

negative terms and not much significant. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables 
  

Estimate S.E. C.R. P 

ZSat_Car <--- Zprof .316 .054 5.849 *** 

ZSat_Car <--- prof_x_complicity .063 .037 -1.718 .086 

ZSat_Car <--- Zcomplicity. .284 .051 5.564 *** 

Table 6.23. Moderating Effects of Complicity between Professional Experience and Career 

Satisfaction 

Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.316𝑋1 + 0.063𝑋2 + 0.284𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 
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X3=  Interaction term of X1 and X2 

 

Fig 6.15. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Professional Experience) and Organization Performance (Career Satisfaction) 

Table 6.24 tells that direct effect of Cognitive Ability on Career satisfaction is (B = .207, p< 

.001) and Complicity on Career satisfaction is (B=.361, p<.001) but when we enter the 

interactional term in the model it becomes (B=.113, p< .05) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects although in reverse 

direction. Moderator acts as enhancer in between dependent and independent variable as B2 and 

B3 are positive. 

Paths/Variables 
  

Estimate S.E. C.R. P 

ZSat_Car <--- Zable .207 .053 3.924 *** 

ZSat_Car <--- ability_x_complicity .113 .037 -3.030 .002 

ZSat_Car <--- Zcomplicity. .361 .050 7.269 *** 

Table 6.24. Moderating Effects of Complicity between Cognitive Ability and Career 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.207𝑋1 + 0.361𝑋2 + 0.113𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.16. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Cognitive Ability) and Organization Performance (Career Satisfaction) 

Table 6.25 tells that direct effect of Knowledge on Career satisfaction is (B = .232, p< .001) and 

Personal Relation Career satisfaction is (B=.459, p<.001) but when we enter the interactional 
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term in the model its (B=.433, p< .001) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zknow .232 .041 5.614 *** 

ZSat_Car <--- Zpersonal .459 .041 11.114 *** 

ZSat_Car <--- know_x personal     .433 .051 8.561 *** 

Table 6.25. Moderating Effects of Personal Relation between Knowledge and Career 

Satisfaction 

Mathematical Equation for the relationship is: 

Y =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y =  2.400 + 0.232𝑋1 + 0.459𝑋2 + 0.433𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Personal Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.17. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Knowledge) and Organization Performance (Career Satisfaction) 

Table 6.26 tells that direct effect of Experience on Career satisfaction is (B = .273, p< .001) and 

Personal Relation on Career satisfaction is (B=.439, p<.001) but when we enter the interactional 

term in the model its (B=.459, p<.001) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zex .273 .042 6.559 *** 

ZSat_Car <--- Zpersonal .439 .041 10.579 *** 

ZSat_Car <--- exp_x personal     .459 .041 11.114 *** 

Table 6.26. Moderating Effects of Personal Relation between Experience and Career 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.273𝑋1 + 0.439𝑋2 + 0.459𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Personal Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.18.  Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Experience) and Organization Performance (Career Satisfaction) 

Table 6.27 tells that direct effect of Professional Experience on Career satisfaction is (B = .312, 

p< .001) and Personal Relation on Career satisfaction is (B=.452, p<.001) but when we enter the 
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interactional term in the model its (B=.061, p<.10) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zprof .312 .040 7.888 *** 

ZSat_Car <--- Zpersonal .452 .040 11.374 *** 

ZSat_Car <--- prof_x personal     .061 .036 1.685 .092 

Table 6.27. Moderating Effects of Personal Relation between Professional Experience and 

Career Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.321𝑋1 + 0.452𝑋2 + 0.061𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Personal Relation which is component of Social Capital) 

X3= Interaction term of X1 and X2 



192 
 

 

 

Fig 6.19. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Professional Experience) and Organization Performance (Career Satisfaction) 

Table 6.28 tells that direct effect of Cognitive Ability on Career satisfaction is (B = .261, p<.001) 

and Personal Relation on Career satisfaction is (B=.481, p<.001) but when we enter the 

interactional term in the model its (B=.312, p< .001) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zable .261 .038 6.811 *** 

ZSat_Car <--- Zpersonal .481 .039 12.350 *** 

ZSat_Car <--- able_x personal     .312 .040 7.888 .*** 

Table 6.28. Moderating Effects of Personal Relation between Cognitive Ability and Career 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.261𝑋1 + 0.481𝑋2 + 0.312𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Personal Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.20. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Cognitive Ability) and Organization Performance (Career Satisfaction) 

Table 6.29 tells that direct effect of Knowledge on Career satisfaction is (B = .078, p< .10) and 

Social Relation on Career satisfaction is (B=.644, p<.001) but when we enter the interactional 

term in the model its (B=.261, p< .001) which is significant and predicts that introducing 
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interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zknow .078 .043 1.813 .070 

ZSat_Car <--- Zsocial .644 .042 15.276 *** 

ZSat_Car <--- know_x social     .261 .038 6.811 .*** 

Table 6.29. Moderating Effects of Social Relation between Knowledge and Career 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.078𝑋1 + 0.644𝑋2 + 0.261𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Social Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.21. Moderating Effect of Social Capital (Social Relations) in between Human Capital 

(Knowledge) and Organization Performance (Career Satisfaction) 

Table 6.30 tells that direct effect of Experience on Career satisfaction is (B = .090, p< .05) and 

Social Relation on Career satisfaction is (B=.631, p<.001) but when we enter the interactional 

term in the model its (B=.078, p< .10) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zex .090 .046 1.969 .049 

ZSat_Car <--- Zsocial .631 .044 14.273 *** 

ZSat_Car <--- exp_x social     .078 .043 1.813 .070 

Table 6.30. Moderating Effects of Social Relation between Experience and Career 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.090𝑋1 + 0.631𝑋2 + 0.078𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Social Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.22. Moderating Effect of Social Capital (Social Relations) in between Human Capital 

(Experience) and Organization Performance (Career Satisfaction) 

Table 6.31 tells that direct effect of Professional Experience on Career satisfaction is (B = .070, 

p> .10) and Social Relation on Career satisfaction is (B=.637, p<.001) but when we enter the 
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interactional term in the model its (B=.090, p< .05) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zprof .070 .048 1.477 .050 

ZSat_Car <--- Zsocial .637 .045 14.107 *** 

ZSat_Car <--- prof_x social     .090 .046 1.969 .049 

Table 6.31. Moderating Effects of Social Relation between Professional Experience and 

Career Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.070𝑋1 + 0.637𝑋2 + 0.090𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Social Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.23. Moderating Effect of Social Capital (Social Relations) in between Human Capital 

(Professional Experience) and Organization Performance (Career Satisfaction) 

Table 6.32 tells that direct effect of Cognitive Ability on Career satisfaction is (B = .009, p< .10) 

and Social Relation on Career satisfaction is (B=.687, p<.001) but when we enter the 

interactional term in the model its (B= .064, p<.10) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zable .009 .046 .205 .005 

ZSat_Car <--- Zsocial .687 .044 15.772 *** 

ZSat_Car <--- ability_x social     .064 .033 1.919 .055 

Table 6.32. Moderating Effects of Social Relation between Cognitive Ability and Career 

Satisfaction 

 

 



199 
 

 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.009𝑋1 + 0.687𝑋2 + 0.064𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Cognitive which is component of Human Capital) 

X2=  Moderating Variable (Social Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.24. Moderating Effect of Social Capital (Social Relations) in between Human Capital 

(Cognitive Ability) and Organization Performance (Career Satisfaction) 

Table 6.33 tells that direct effect of Knowledge on Career satisfaction is (B = .141, p< .10) and 

Family Support and Interlinking on Career satisfaction is (B=.476, p<.001) but when we enter 
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the interactional term in the model its (B=.687, p< .001) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zknow .141 .148 .953 .007 

ZSat_Car <--- Zinterlink .476 .047 10.207 *** 

ZSat_Car <--- know_x interlink     .687 .044 15.772 *** 

Table 6.33. Moderating Effects of Interlink between Knowledge and Career Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.141𝑋1 + 0.476𝑋2 + 0.687𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.25. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Knowledge) and Organization Performance (Career Satisfaction) 

Table 6.34 tells that direct effect of Experience on Career satisfaction is (B = .208, p< .001) and 

Interlink on Career satisfaction is (B=.450, p<.001) but when we enter the interactional term in 

the model its (B=.476, p< .001) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zex .208 .052 3.960 *** 

ZSat_Car <--- Zinterlink .450 .050 8.959 *** 

ZSat_Car <--- exp_x interlink     .476 .047 10.207 *** 

Table 6.34. Moderating Effects of Interlink between Experience and Career Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.280𝑋1 + 0.450𝑋2 + 0.476𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.26. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Experience) and Organization Performance (Career Satisfaction) 

Table 6.35 tells that direct effect of Professional Experience on Career satisfaction is (B = .157, 

p< .05) and Interlink on Career satisfaction is (B=.208, p<.001) but when we enter the 



203 
 

 

interactional term in the model its (B=.476, p< .001) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zprof .157 .058 2.689 .007 

ZSat_Car <--- Zinterlink .208 .052 3.960 *** 

ZSat_Car <--- prof_x interlink     .476 .047 10.207 *** 

Table 6.35. Moderating Effects of Interlink between Professional Experience and Career 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.157𝑋1 + 0.208𝑋2 + 0.476𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.27. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Professional Experience) and Organization Performance (Career Satisfaction) 

Table 6.36 tells that direct effect of Cognitive Ability on Career satisfaction is (B = .043, p< .10) 

and Interlink on Career satisfaction is (B=.554, p<.001) but when we enter the interactional term 

in the model its (B= .065, p<.05) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

ZSat_Car. <--- Zable .043 .057 .747 .005 

ZSat_Car <--- Zinterlink .554 .054 10.225 *** 

ZSat_Car <--- ability_x interlink     .065 .032 2.037 .042 

Table 6.36. Moderating Effects of Interlink between Cognitive Ability and Career 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.043𝑋1 + 0.554𝑋2 + 0.065𝑋3 

Where  

Y =  Dependent Variable (Career Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.28. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Cognitive Ability) and Organization Performance (Career Satisfaction) 
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6.8.4.  Moderating Effect of Social Capital in between Human Capital and Job 

Satisfaction 

To investigate the moderating role of social capital in the relationship between human capital and 

job satisfaction, their summative scores were obtained and standardized values were acquired 

and interactional term was made for human and social capital. Paths were analyzed for their 

significance. The overall model was excellent fit with the following beta values. The interaction 

term was fit at p<.10, B=.070. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. Hence our hypothesis H6 that social capital 

moderate the relationship between human capital and organization performance (job satisfaction) 

has been proved and confirmed. 

Paths/Variables 

  

Estimate S.E. C.R. P 

Zjs. <--- ZHuman_Capital .108 .068 1.599 .090 

Zjs. <--- ZSocial_Capital .341 .065 5.265 *** 

Zjs. <--- Human_X_Social .070 .041 1.685 .092 

Table 6.37. Moderating Effect of Social Capital in between Human Capital and 

Organization Performance (Job Satisfaction) 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.108𝑋1 + 0.341𝑋2 + 0.070𝑋3 
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Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Human Capital) 

X2=  Moderating Variable (Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.29. Moderating Effect of Social Capital in between Human Capital and Organization 

Performance (Job Satisfaction) 
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6.8.5.  Moderating Effect of Components of Social Capital in between  

Components of Human Capital and Organization Performance (Job 

Satisfaction) 

Table 6.38 tells that direct effect of knowledge on job satisfaction is (B = .126, p< .05) and status 

on job satisfaction is (B=.316, p<.001) but when we enter the interactional term in the model its 

(B=.093, p<.05) which is significant and predicts that introducing interactional term reveals the 

presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zknow .126 .052 2.408 .016 

Zjs. <--- Zstatus. .316 .051 6.231 *** 

Zjs. <--- know_x_status .093 .043 2.162 .031 

Table 6.38. Moderating Effects of Status between Knowledge and Job Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.126𝑋1 + 0.316𝑋2 + 0.093𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 
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X2=  Moderating Variable (Status which is component of Social Capital) 

X3= Interaction term of X1 and X2 

 

Fig 6.30. Moderating Effect of Social Capital (Status) in between Human Capital 

(Knowledge) and Organization Performance (Job Satisfaction) 

Table 6.39 tells that direct effect of Experience on job satisfaction is (B = .146, p< .05) and 

status on job satisfaction is (B=.293, p<.001) but when we enter the interactional term in the 

model its (B=.076, p<.10) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R.   P 

Zjs. <--- Zex .146 .055 2.644 .008 

Zjs. <--- Zstatus. .293 .054 5.454 *** 

Zjs. <--- Ex  _x_status .076 .041 1.849 .064 

Table 6.39. Moderating Effects of Status between Experience and Job Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.146𝑋1 + 0.293𝑋2 + 0.076𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

 

Fig 6.31. Moderating Effect of Social Capital (Status) in between Human Capital 

(Experience) and Organization Performance (Job Satisfaction) 
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Table 6.40 tells that direct effect of Professional Experience on job satisfaction is (B = .185, p< 

.05) and status on job satisfaction is (B=.246, p<.001) but when we enter the interactional term in 

the model its (B=.190, p<.05) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zprof .185 .061 3.057 .002 

Zjs. <--- Zstatus. .246 .058 4.205 *** 

Zjs. <--- prof_x_status .190 .063 3.060 .003 

Table 6.40. Moderating Effects of Status between Professional Experience and Job 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.185𝑋1 + 0.246𝑋2 + 0.190𝑋3 

Where  

Y = Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 
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X3=  Interaction term of X1 and X2 

 

Fig 6.32. Moderating Effect of Social Capital (Status) in between Human Capital 

(Professional Experience) and Organization Performance (Job Satisfaction) 

Table 6.41 tells that direct effect of Cognitive Ability on job satisfaction is (B = .197, p< .05) 

and status on job satisfaction is (B=.235, p<.001) but when we enter the interactional term in the 

model its (B=.190, p<.05) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zable .197 .060 3.290 .001 

Zjs. <--- Zstatus. .235 .057 4.114 *** 

Zjs. <--- ability_x_status .190 .063 3.060 .003 

Table 6.41. Moderating Effects of Status between Cognitive Ability and Job Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.197𝑋1 + 0.235𝑋2 + 0.190𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.33. Moderating Effect of Social Capital (Status) in between Human Capital 

(Cognitive Ability) and Organization Performance (Job Satisfaction) 

Table 6.42 tells that direct effect of knowledge on job satisfaction is (B = .135, p< .05) and 

complicity on job satisfaction is (B=.277, p<.001) but when we enter the interactional term in the 
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model it becomes (B=.126, p<.05) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

   

Estimate S.E. C.R. P 

Zjs. <--- Zknow .135 .056 2.413 .016 

Zjs. <--- know_x_complicity .126 .044 1.411 .015 

Zjs. <--- Zcomplicity. .277 .053 5.195 *** 

Table 6.42. Moderating Effects of Complicity between Knowledge and Job Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.135𝑋1 + 0.126𝑋2 + 0.277𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.34. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Knowledge) and Organization Performance (Job Satisfaction) 

Table 6.43 tells that direct effect of Experience on job satisfaction is (B = .168, p< .05) and 

complicity on job satisfaction is (B=.246, p<.001) but when we enter the interactional term in the 

model it becomes (B=.510, p<.001) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables 

  

Estimate S.E. C.R. P 

Zjs. <--- Zex .168 .059 2.818 .005 

Zjs. <--- exp_x_complicity .510 .044 8.167 *** 

Zjs. <--- Zcomplicity. .246 .056 4.383 *** 

Table 6.43. Moderating Effects of Complicity between Experience and Job Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.168𝑋1 + 0.510𝑋2 + 0.246𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.35. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Experience) and Organization Performance (Job Satisfaction) 
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Table 6.44 tells that direct effect of Professional Experience on job satisfaction is (B = .212, p< 

.001) and complicity on job satisfaction is (B=.198, p<.001) but when we enter the interactional 

term in the model it becomes (B=.100, p<.05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables 
  

Estimate S.E. C.R. P 

Zjs. <--- Zprof .212 .062 3.441 *** 

Zjs. <--- prof_x_complicity .100 .042 2.019 .003 

Zjs. <--- Zcomplicity. .198 .058 3.399 *** 

Table 6.44. Moderating Effects of Complicity between Professional Experience and Job 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.212𝑋1 + 0.100𝑋2 + 0.198𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.36. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Professional Experience) and Organization Performance (Job Satisfaction) 

Table 6.45 tells that direct effect of Cognitive Ability on job satisfaction is (B = .211, p< .05) 

and complicity on job satisfaction is (B=.197, p<.001) but when we enter the interactional term 

in the model it becomes (B=.133, p<.05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables 
  

Estimate S.E. C.R. P 

Zjs. <--- Zable .211 .059 3.574 *** 

Zjs. <--- ability_x_complicity .133 .042 2.793 .*** 

Zjs. <--- Zcomplicity. .197 .056 3.521 *** 

Table 6.45. Moderating Effects of Complicity between Cognitive Ability and Job 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.211𝑋1 + 0.133𝑋2 + 0.197𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.37. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Cognitive Ability) and Organization Performance (Job Satisfaction) 

Table 6.46 tells that direct effect of knowledge on job satisfaction is (B = .193, p< .001) and 

Personal Relation on job satisfaction is (B=.207, p<.001) but when we enter the interactional 

term in the model its (B=.084, p<.10) which is significant and predicts that introducing 
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interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zknow .193 .050 3.824 *** 

Zjs. <--- Zpersonal .207 .050 4.102 *** 

Zjs. <--- know_x_personal .084 .044 1.906 .057 

Table 6.46. Moderating Effects of Personal Relation between Knowledge and Job 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.193𝑋1 + 0.207𝑋2 + 0.084𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Personal Relations which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.38. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Knowledge) and Organization Performance (Job Satisfaction) 

Table 6.47 tells that direct effect of Experience on job satisfaction is (B = .238, p< .001) and 

Personal Relation on job satisfaction is (B=.186, p<.001) but when we enter the interactional 

term in the model its (B=.105, p<.05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zex .238 .051 4.684 *** 

Zjs. <--- Zpersonal .186 .051 3.665 *** 

Zjs. <--- ex_ x_personal .105 .045 2.351 .019 

Table 6.47. Moderating Effects of Personal Relation between experience and Job 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.238𝑋1 + 0.186𝑋2 + 0.105𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Personal Relations which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

 

Fig 6.39. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Experience) and Organization Performance (Job Satisfaction) 
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Table 6.48 tells that direct effect of Professional Experience on job satisfaction is (B = .298, p< 

.001) and Personal Relation on job satisfaction is (B=.178, p<.001) but when we enter the 

interactional term in the model its (B=.124, p<.05) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zprof .298 .048 6.165 *** 

Zjs. <--- Zpersonal .178 .049 3.661 *** 

Zjs. <--- prof_x_personal .124 .044 2.788 .005 

Table 6.48. Moderating Effects of Personal Relation between Professional experience and 

Job Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.298𝑋1 + 0.178𝑋2 + 0.124𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2= Moderating Variable (Personal Relations which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.40. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Professional Experience) and Organization Performance (Job Satisfaction) 

Table 6.49 tells that direct effect of Cognitive Ability on job satisfaction is (B = .296, p< .001) 

and Personal Relation on job satisfaction is (B=.178, p<.001) but when we enter the interactional 

term in the model its (B=.090, p<.05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zable .296 .046 6.405 *** 

Zjs. <--- Zpersonal .178 .047 3.795 *** 

Zjs. <--- ability_x_personal .090 .043 2.089 .037 

Table 6.49. Moderating Effects of Personal Relation between Cognitive Ability and Job 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.2961 + 0.178𝑋2 + 0.090𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Personal Relations which is component of Social Capital) 

X3= Interaction term of X1 and X2 

 

Fig 6.41. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Cognitive Ability) and Organization Performance (Job Satisfaction) 

Table 6.50 tells that direct effect of Knowledge on job satisfaction is (B = .024, p<..10) and 

Social Relation on job satisfaction is (B=.430, p<.001) but when we enter the interactional term 

in the model its (B=.083, p<.10) which is significant and predicts that introducing interactional 
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term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zknow .024 .054 .446 .080 

Zjs. <--- Zsocial .430 .053 8.136 *** 

Zjs. <--- know_x social   .083 .044 1.872 .061 

Table 6.50. Moderating Effects of Social Relation between Knowledge and Job Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.024𝑋1 + 0.430𝑋2 + 0.083𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Social Relations which is component of Social Capital) 

X3= Interaction term of X1 and X2 
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Fig 6.42. Moderating Effect of Social Capital (Social relations) in between Human Capital 

(Knowledge) and Organization Performance (Job Satisfaction) 

Table 6.51 tells that direct effect of Experience on job satisfaction is (B = .049, p> .10) and 

Social Relation on job satisfaction is (B=.410, p<.001) but when we enter the interactional term 

in the model its (B=.076, p<.10) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zex .049 .057 .849 .396 

Zjs. <--- Zsocial .410 .056 7.391 *** 

Zjs. <--- ex _x social   .076 .044 1.729 .084 

Table 6.51. Moderating Effects of Social Relation between Experience and Job Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 𝛽0 + 0.049𝑋1 + 0.410𝑋2 + 0.076𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1= Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Social Relations which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.43. Moderating Effect of Social Capital (Social relations) in between Human Capital 

(Experience) and Organization Performance (Job Satisfaction) 

Table 6.52 tells that direct effect of Professional Experience on job satisfaction is (B = .111, 

p<.10) and Social Relation on job satisfaction is (B=.358, p<.001) but when we enter the 
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interactional term in the model its (B=.083, p<.10) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zprof .111 .060 1.858 .063 

Zjs. <--- Zsocial .358 .057 6.309 *** 

Zjs. <--- prof_x social   .083 .044 1.872 .061 

Table 6.52. Moderating Effects of Social Relation between Professional Experience and Job 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.111𝑋1 + 0.358𝑋2 + 0.083𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Social Relations which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.44. Moderating Effect of Social Capital (Social relations) in between Human Capital 

(Professional Experience) and Organization Performance (Job Satisfaction) 

Table 6.53 tells that direct effect of Professional Experience on job satisfaction is (B = .129, p> 

.05) and Social Relation on job satisfaction is (B=.343, p<.001) but when we enter the 

interactional term in the model its (B=.240, p<.10) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zable .129 .057 2.252 .024 

Zjs. <--- Zsocial .343 .055 6.276 *** 

Zjs. <--- ability_x social   .240 .044 1.872 .061 

Table 6.53. Moderating Effects of Social Relation between Cognitive Ability and Job 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.129𝑋1 + 0.343𝑋2 + 0.240𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Social Relations which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.45. Moderating Effect of Social Capital (Social relations) in between Human Capital 

(Cognitive Ability) and Organization Performance (Job Satisfaction) 

Table 6.54 tells that direct effect of Knowledge on job satisfaction is (B = .285, p< .10) and 

Interlink on job satisfaction is (B=.378, p<.001) but when we enter the interactional term in the 
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model its (B=.099, p<.10) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zknow .285 .172 1.662 .097 

Zjs. <--- Zinterlink .378 .054 6.974 *** 

Zjs. <--- know_x interlink   .099 .051 1.949 .051 

Table 6.54. Moderating Effects of Interlink between Knowledge and Job Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.285𝑋1 + 0.378𝑋2 + 0.099𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.46. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Knowledge) and Organization Performance (Job Satisfaction) 

Table 6.55 tells that direct effect of Experience on job satisfaction is (B = .285, p< .10) and 

Interlink on job satisfaction is (B=.362, p<.001) but when we enter the interactional term in the 

model its (B=.099, p< .10) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zex .285 .172 1.662 .097 

Zjs. <--- Zinterlink .362 .059 6.174 *** 

Zjs. <--- exp_x interlink   .099 .051 1.949 .051 

Table 6.55. Moderating Effects of Interlink between Experience and Job Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.285𝑋1 + 0.362𝑋2 + 0.099𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.47. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Experience) and Organization Performance (Job Satisfaction) 

Table 6.56 tells that direct effect of Professional Experience on job satisfaction is (B = .129, p< 

.05) and Interlink on job satisfaction is (B=.321, p<.001) but when we enter the interactional 
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term in the model its (B=.343, p<.10) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zprof .129 .057 2.252 .024 

Zjs. <--- Zinterlink .321 .065 4.949 *** 

Zjs. <--- prof_x interlink   .343 .044 1.872 .061 

Table 6.56. Moderating Effects of Interlink between Professional Experience and Job 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.129𝑋1 + 0.321𝑋2 + 0.343𝑋3 

Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.48. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Professional Experience) and Organization Performance (Job Satisfaction) 

Table 6.57 tells that direct effect of Cognitive Ability job satisfaction is (B = .125, p< .10) and 

Interlink on job satisfaction is (B=.303, p<.001) but when we enter the interactional term in the 

model its (B=.303, p<.10) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zjs. <--- Zable .125 .066 1.900 .057 

Zjs. <--- Zinterlink .303 .062 4.856 *** 

Zjs. <--- ability_x interlink   .303 .044 1.902 .061 

Table 6.57. Moderating Effects of Interlink between Cognitive Ability and Job Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.125𝑋1 + 0.303𝑋2 + 0.303𝑋3 
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Where  

Y =  Dependent Variable (Job Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3= Interaction term of X1 and X2 

 

Fig 6.49. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Cognitive Ability) and Organization Performance (Job Satisfaction) 

6.8.6.  Moderating Effect of Social Capital in between Human Capital and Life 

Satisfaction 

To investigate the moderating role of social capital in the relationship between human capital and 

life satisfaction, their summative scores were obtained and standardized values were acquired 

and interactional term was made for human and social capital. Paths were analyzed for their 
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significance. The overall model was excellent fit with the following beta values given in table 

6.57. The interaction term was fit at p<.001, B=.175. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive.  Hence our hypothesis H7 that 

social capital (both composite and dimension wise) will moderate the relationship between 

human capital (both composite and dimension wise) and organization performance (life 

satisfaction) has been proved and confirmed. 

Paths/Variables 
  

Estimate S.E. C.R. P 

Zlife <--- ZHuman_Capital .238 .052 4.537 *** 

Zlife <--- ZSocial_Capital .547 .050 10.872 *** 

Zlife <--- Human_X_Social .175 .032 5.422 *** 

Table 6.58. Moderating Effect of Social Capital in between Human Capital and 

Organization Performance (Life Satisfaction) 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.238𝑋1 + 0.547𝑋2 + 0.175𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Human Capital) 

X2=  Moderating Variable (Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.50. Moderating Effect of Social Capital in between Human Capital and Organization 

Performance (Life Satisfaction) 

6.7.7.  Moderating Effect of Components of social Capital in between  

Components of Human Capital and Organization Performance (Life 

Satisfaction) 

Table 6.59 tells that direct effect of Knowledge on Life satisfaction is (B = .281, p< .001) and 

Status on Life satisfaction is (B=.499, p<.001) but when we enter the interactional term in the 

model its (B=.177, p< .001) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 
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Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zknow .281 .041 6.777 *** 

Zlife  <--- Zstatus .499 .040 12.433 *** 

Zlife <--- know_x status     .177 .034 5.202 *** 

Table 6.59. Moderating Effects of Status between Knowledge and Life Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.281𝑋1 + 0.499𝑋2 + 0.177𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 



241 
 

 

 

Fig 6.51. Moderating Effect of Social Capital (Status) in between Human Capital 

(Knowledge) and Organization Performance (Life Satisfaction) 

Table 6.60 tells that direct effect of Experience on Life satisfaction is (B = .303, p< .001) and 

Status on Life satisfaction is (B=.468, p<.001) but when we enter the interactional term in the 

model its (B=.159, p< .001) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zex .303 .044 6.895 *** 

Zlife  <--- Zstatus .468 .043 11.002 *** 

Zlife <--- exp_x status     .159 .033 4.858 *** 

Table 6.60. Moderating Effects of Status between Experience and Life Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.303𝑋1 + 0.468𝑋2 + 0.159𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.52. Moderating Effect of Social Capital (Status) in between Human Capital 

(Experience) and Organization Performance (Life Satisfaction) 

Table 6.61 tells that direct effect of Professional Experience on Life satisfaction is (B = .295, p< 

.001) and Status on Life satisfaction is (B=.446, p<.001) but when we enter the interactional term 
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in the model its (B=.101, p< .001) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zprof .295 .049 6.038 *** 

Zlife  <--- Zstatus .446 .047 9.473 *** 

Zlife <--- prof_x status     .101 .030 3.359 *** 

Table 6.61. Moderating Effects of Status between Professional Experience and Life 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.295𝑋1 + 0.466𝑋2 + 0.101𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.53. Moderating Effect of Social Capital (Status) in between Human Capital 

(Professional Experience) and Organization Performance (Life Satisfaction) 

Table 6.62 tells that direct effect of Cognitive Ability on Life satisfaction is (B = .289, p< .001) 

and Status on Life satisfaction is (B=.454, p<.001) but when we enter the interactional term in 

the model its (B=.088, p< .05) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zable .289 .049 5.947 *** 

Zlife  <--- Zstatus .454 .046 9.794 *** 

Zlife <--- ability_x status     .088 .029 3.047 .002 

Table 6.62. Moderating Effects of Status between Cognitive Ability and Life Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.289𝑋1 + 0.454𝑋2 + 0.088𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Status which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.54. Moderating Effect of Social Capital (Status) in between Human Capital 

(Cognitive Ability) and Organization Performance (Life Satisfaction) 

Table 6.63 tells that direct effect of Knowledge on Life satisfaction is (B = .338, p< .001) and 

Complicity on Life satisfaction is (B=.398, p<.001) but when we enter the interactional term in 
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the model it becomes (B=.165, p< .001) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects.  

Paths/Variables 
  

Estimate S.E. C.R. P 

Zlife <--- Zknow .338 .046 7.305 *** 

Zlife <--- know_x_complicity .165 .036 4.565 *** 

Zlife <--- Zcomplicity. .398 .044 9.039 *** 

Table 6.63. Moderating Effects of Complicity between Knowledge and Life Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.338𝑋1 + 0.398𝑋2 + 0.165𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1= Independent Variable (Knowledge which is component of Human Capital) 

X2= Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.55. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Knowledge) and Organization Performance (Life Satisfaction) 

Table 6.64 tells that direct effect of Experience on Life satisfaction is (B = .338, p< .001) and 

Complicity on Life satisfaction is (B=.349, p<.001) but when we enter the interactional term in 

the model it becomes (B=.160, p< .001) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables 
  

Estimate S.E. C.R. P 

Zlife <--- Zex .388 .049 7.917 *** 

Zlife <--- exp_x_complicity .160 .036 4.443 *** 

Zlife <--- Zcomplicity. .349 .046 7.550 *** 

Table 6.64. Moderating Effects of Complicity between Experience and Life Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.388𝑋1 + 0.349𝑋2 + 0.160𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

 

Fig 6.56. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Experience) and Organization Performance (Life Satisfaction) 



249 
 

 

Table 6.65 tells that direct effect of Professional Experience on Life satisfaction is (B = .391, p< 

.001) and Complicity on Life satisfaction is (B=.319, p<.001) but when we enter the interactional 

term in the model it becomes (B=.093, p< .05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables 
  

Estimate S.E. C.R. P 

Zlife <--- Zprof .391 .051 7.637 *** 

Zlife <--- prof_x_complicity .093 .035 2.670 .008 

Zlife <--- Zcomplicity. .319 .048 6.595 *** 

Table 6.65. Moderating Effects of Complicity between Professional Experience and Life 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.391𝑋1 + 0.319𝑋2 + 0.093𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.57. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Professional Experience) and Organization Performance (Life Satisfaction) 

Table 6.66 tells that direct effect of Cognitive Ability on Life satisfaction is (B = .369, p< .001) 

and Complicity on Life satisfaction is (B=.339, p<.001) but when we enter the interactional term 

in the model it becomes (B=.071, p< .05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects although not much significant. 

Moderator acts as enhancer in between dependent and independent variable as B2 and B3 are 

positive. 

Paths/Variables 
  

Estimate S.E. C.R. P 

Zlife <--- Zable .369 .049 7.465 *** 

Zlife <--- ability_x_complicity .071 .035 2.021 .043 

Zlife <--- Zcomplicity. .339 .047 7.245 *** 

Table 6.66. Moderating Effects of Complicity between Cognitive Ability and Life 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.369𝑋1 + 0.339𝑋2 + 0.071𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Complicity which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.58. Moderating Effect of Social Capital (Complicity) in between Human Capital 

(Cognitive Ability) and Organization Performance (Life Satisfaction) 

Table 6.67 tells that direct effect of Knowledge on Life satisfaction is (B = .358, p< .001) and 

Personal Relation on Life satisfaction is (B=.340, p<.001) but when we enter the interactional 

term in the model its (B=.086, p< .05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zknow .358 .043 8.419 *** 

Zlife  <--- Zpersonal .340 .043 7.982 *** 

Zlife <--- know_x personal   .086 .037 2.294 .022 

Table 6.67. Moderating Effects of Personal Relation between Knowledge and Life 

Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.358𝑋1 + 0.340𝑋2 + 0.086𝑋3 

Where  

Y = Dependent Variable (Life Satisfaction) 

X1= Independent Variable (Knowledge which is component of Human Capital) 

X2= Moderating Variable (Personal Relation which is component of Social  

Capital) 

X3= Interaction term of X1 and X2 

 

Fig 6.59. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Knowledge) and Organization Performance (Life Satisfaction) 
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Table 6.68 tells that direct effect of Experience on Life satisfaction is (B = .380, p< .001) and 

Personal Relation on Life satisfaction is (B=.340, p<.001) but when we enter the interactional 

term in the model its (B=.096, p< .05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zex .380 .043 8.419 *** 

Zlife  <--- Zpersonal .340 .043 7.982 *** 

Zlife <--- exp_x personal   .096 .037 2.294 .022 

Table 6.68. Moderating Effects of Personal Relation between Experience and Life 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.380𝑋1 + 0.340𝑋2 + 0.096𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Personal Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.60. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Experience) and Organization Performance (Life Satisfaction) 

Table 6.69 tells that direct effect of Professional Experience on Life satisfaction is (B = .480, p< 

.001) and Personal Relation on Life satisfaction is (B=.440, p<.001) but when we enter the 

interactional term in the model its (B=.160, p< .05) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zprof .480 .043 8.419 *** 

Zlife  <--- Zpersonal .440 .043 7.982 *** 

Zlife <--- prof_x personal   .160 .037 2.294 .022 

Table 6.69. Moderating Effects of Personal Relation between Professional Experience and 

Life Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.480𝑋1 + 0.440𝑋2 + 0.160𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Personal Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.61. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Professional Experience) and Organization Performance (Life Satisfaction) 
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Table 6.70 tells that direct effect of Cognitive Ability on Life satisfaction is (B = .454, p< .001) 

and Personal Relation on Life satisfaction is (B=.379, p<.001) but when we enter the 

interactional term in the model its (B=.241, p< .05) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zable .454 .037 12.289 *** 

Zlife  <--- Zpersonal .379 .037 10.103 *** 

Zlife <--- ability_x personal   .241 .034 7.002 *** 

Table 6.70. Moderating Effects of Personal Relation between Cognitive Ability and Life 

Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.454𝑋1 + 0.379𝑋2 + 0.241𝑋3 

Where  

Y = Dependent Variable (Life Satisfaction) 

X1= Independent Variable (Cognitive Ability which is component of Human  

Capital) 

X2= Moderating Variable (Personal Relation which is component of Social  

Capital) 
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X3= Interaction term of X1 and X2 

 

Fig 6.62. Moderating Effect of Social Capital (Personal Relations) in between Human 

Capital (Cognitive Ability) and Organization Performance (Life Satisfaction) 

Table 6.71 tells that direct effect of Knowledge on Life satisfaction is (B = .185, p< .001) and 

Social Relation on Life satisfaction is (B=.581, p<.001) but when we enter the interactional term 

in the model its (B=.149, p< .001) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zknow .185 .043 4.297 *** 

Zlife  <--- Zsocial .581 .042 13.802 *** 

Zlife <--- know_x social   .149 .035 4.242 *** 

Table 6.71. Moderating Effects of Social Relation between Knowledge and Life Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.185𝑋1 + 0.581𝑋2 + 0.149𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Social Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.63. Moderating Effect of Social Capital (Social Relations) in between Human Capital 

(Knowledge) and Organization Performance (Life Satisfaction) 

Table 6.72 tells that direct effect of Experience on Life satisfaction is (B = .223, p< .001) and 

Social Relation on Life satisfaction is (B=.548, p<.001) but when we enter the interactional term 
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in the model its (B=.150, p< .001) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

 Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zex .223 .046 4.898 *** 

Zlife  <--- Zsocial .548 .044 12.442 *** 

Zlife <--- exp_x social   .150 .035 4.317 *** 

Table 6.72. Moderating Effects of Social Relation between Experience and Life Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.223𝑋1 + 0.548𝑋2 + 0.150𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Social Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.64. Moderating Effect of Social Capital (Social Relations) in between Human Capital 

(Experience) and Organization Performance (Life Satisfaction) 

Table 6.73 tells that direct effect of Professional Experience on Life satisfaction is (B = .257, p< 

.001) and Social Relation on Life satisfaction is (B=.515, p<.001) but when we enter the 

interactional term in the model its (B=.128, p< .001) which is significant and predicts that 

introducing interactional term reveals the presence of moderating effects. Moderator acts as 

enhancer in between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zprof .257 .047 5.422 *** 

Zlife  <--- Zsocial .515 .045 11.450 *** 

Zlife <--- prof_x social   .128 .033 3.827 *** 

Table 6.73. Moderating Effects of Social Relation between Professional Experience and 

Life Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.257𝑋1 + 0.515𝑋2 + 0.128𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Social Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.65. Moderating Effect of Social Capital (Social Relations) in between Human Capital 

(Professional Experience) and Organization Performance (Life Satisfaction) 
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Table 6.74 tells that direct effect of Cognitive Ability on Life satisfaction is (B = .260, p< .001) 

and Social Relation on Life satisfaction is (B=.519, p<.001) but when we enter the interactional 

term in the model its (B=.129, p< .001) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zable .260 .046 5.703 *** 

Zlife  <--- Zsocial .519 .043 12.009 *** 

Zlife <--- ability_x social   .129 .033 3.905 *** 

Table 6.74.  Moderating Effects of Social Relation between Cognitive Ability and 

Life Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.260𝑋1 + 0.519𝑋2 + 0.129𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1= Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Social Relation which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.66. Moderating Effect of Social Capital (Social Relations) in between Human Capital 

(Cognitive Ability) and Organization Performance (Life Satisfaction) 

Table 6.75 tells that direct effect of Knowledge on Life satisfaction is (B = .539, p< .001) and 

Interlink on life satisfaction is (B=.577, p<.001) but when we enter the interactional term in the 

model its (B=.210, p<.001) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zknow .539 .134 4.020 *** 

Zlife  <--- Zinterlink .577 .042 13.642 *** 

Zlife <--- know_x interlink   .210 .039 5.318 *** 

Table 6.75. Moderating Effects of Interlink between Knowledge and Life Satisfaction 
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Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.539𝑋1 + 0.577𝑋2 + 0.210𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Knowledge which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.67. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Knowledge) and Organization Performance (Life Satisfaction) 

Table 6.76 tells that direct effect of Experience on Life satisfaction is (B = .217, p< .001) and 

Interlink on life satisfaction is (B=.554, p<.001) but when we enter the interactional term in the 



266 
 

 

model its (B=.159, p<.001) which is significant and predicts that introducing interactional term 

reveals the presence of moderating effects. Moderator acts as enhancer in between dependent and 

independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zex .217 .048 4.533 *** 

Zlife  <--- Zinterlink .554 .046 12.075 *** 

Zlife <--- exp_x interlink   .159 .033 4.837 *** 

Table 6.76. Moderating Effects of Interlink between Experience and Life Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.217𝑋1 + 0.554𝑋2 + 0.159𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Experience which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.68. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Experience) and Organization Performance (Life Satisfaction) 

Table 6.77 tells that direct effect of Professional Experience on Life satisfaction is (B = .183, p< 

.001) and Interlink on Life satisfaction is (B=.554, p<.001) but when we enter the interactional 

term in the model its (B=.090, p<.05) which is significant and predicts that introducing 

interactional term reveals the presence of moderating effects. Moderator acts as enhancer in 

between dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zprof .183 .054 3.389 *** 

Zlife  <--- Zinterlink .554 .052 10.736 *** 

Zlife <--- prof_x interlink   .090 .030 2.954 .003 

Table 6.77. Moderating Effects of Interlink between Professional Experience and Life 

Satisfaction 

 



268 
 

 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.183𝑋1 + 0.554𝑋2 + 0.090𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Professional Experience which is component of Human 

Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 

 

Fig 6.69. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Professional Experience) and Organization Performance (Life Satisfaction) 
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Table 6.78 tells that direct effect of Cognitive Ability on Life satisfaction is (B = .182, p< .001) 

and Interlink on Life satisfaction is (B=.558, p<.001) but when we enter the interactional term in 

the model its (B=.080, p<.05) which is significant and predicts that introducing interactional 

term reveals the presence of moderating effects. Moderator acts as enhancer in between 

dependent and independent variable as B2 and B3 are positive. 

Paths/Variables Estimate S.E. C.R. P 

Zlife. <--- Zable .182 .052 3.476 *** 

Zlife  <--- Zinterlink .558 .050 11.205 *** 

Zlife <--- ability_x interlink   .080 .029 2.736 .006 

Table 6.78. Moderating Effects of Interlink between Cognitive Ability and Life Satisfaction 

Mathematical Equation for the relationship is: 

Y = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + € 

Y = 2.400 + 0.182𝑋1 + 0.558𝑋2 + 0.080𝑋3 

Where  

Y =  Dependent Variable (Life Satisfaction) 

X1=  Independent Variable (Cognitive Ability which is component of Human Capital) 

X2=  Moderating Variable (Interlink which is component of Social Capital) 

X3=  Interaction term of X1 and X2 
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Fig 6.70. Moderating Effect of Social Capital (Interlinking) in between Human Capital 

(Cognitive Ability) and Organization Performance (Life Satisfaction) 

 

6.9. Summary 

In this chapter quantitative analysis has been presented in detail. Now, next chapter is about 

qualitative analysis. 
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CHAPTER 7 

Human Capital, Social Capital and Organization Performance: Qualitative 

Analysis of Bankers and Faculty Members 

In order to better understand the said relationships, and check the reliability of quantitative 

results, interviews were also conducted with respondents. For this reason, respondents were 

selected from the same organizations from which data for quantitative analysis was collected. 

For this reason, respondents and institutions were selected randomly. 4 banks and 4 universities 

were selected for selecting respondents. Then from each bank and university, 10 respondents 

were selected. Banks selected were UBL, HBL, Standard Chartered and Meezan Bank. 

Universities selected were BZU, IUB, COMSATS and Women University. 10 respondents from 

each institution were selected. 

Respondent's name is kept confidential for anonymous reasons in order to ensure the valid 

answers. Name of respondents from banks were B1 uptill B40 and for teaching community T1 to 

T0. Details of respondents are given in table 7.1.  

Name of Institution Name of Respondents No of Respondents 

UBL B1,B2,B3,B4, B5,B6,B7,B8,B9,B10 10 

HBL B11,B12,B13,B14,B15,B16,B17,B18,B19,B20 10 

Standard Chartered 

Bank 

B21,B22,B23,B24,B25,B26,B27,B28,B29,B30 10 
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Meezan Bank B31,B32,B33,B34,B35,B36,B37,B38,B39,B40 10 

BZU T1,T2,T3,T4,T5,T6,T7,T8,T9,T10 10 

IUB T11,T12,T13.T14.T15,T16,T17.T18,T19,T20 10 

COMSATS T21,T22,T23,T24,T25,T26,T27,T28,T29,T30 10 

Women University T31,T32,T33,T34,T35,T36,T37,T38,T39,T40 10 

Table 7.1. Name of Respondents and Institutions 

7.1.  Interview from Bankers about Human Capital, Social Capital and 

Organization Performance 

Human Capital 

Human capital component consists of different dimensions like academic knowledge, 

professional experience, diversified experience, management experience and cognitive ability of 

employees of the organization. 

Employees of banks were asked certain questions which were semi-structured like they were 

asked about qualification level and experience of employees with regard to management and 

professional expertise. Most of respondents replied that their organization focuses on higher 

academic knowledge of employees. Similarly, management experience is provided to employees. 

Employees of their organizations has diversified experience and experience of managing affairs 

as well. Respondents agree that employees of their organization are capable of innovation and 

taking risks as and when required. Professional of the organization keeps on searching for 

opportunities in marker and tries to avoid from threats and risks prevailing in the market. 
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Bankers keep on trying to come up with innovative offers in order to attract more and more 

customers and to be remaining competitive in the market. 

As one of the respondents (B1) of UBL stated: 

Academic level of employees of our organization is greater than the employees of other 

institutions and specific training is provided to employees of our institution.  The institution does 

focus on management experience of employees and prefer to have such employees who have 

diversified experience, and have professional expertise in their related field. Intentions of officers 

to take risk vary according to position of officers. Managers are required to be innovative. 

Managers are aware of threats and opportunities prevailing in the market and managers are 

capable of exploiting opportunities prevailing in the market. Other respondents B2 to B10 also 

responded in the same way.  

Other respondents B15 from HBL stated that HBL hire those employees who are highly 

qualified. Previously bank was hiring even those employees who were having bachelor degree 

but now more education like master is required by bank. Similarly, the bank tries to hire those 

employees who have management experience and have experience of handling different issues 

like customer complaint handling, etc. HBL now try to appoint those employees who have good 

innovative ability, are capable of exploiting opportunities prevailing in the market. Employees 

try to do SWOT analysis and are capable of becoming up with innovative ideas of launching new 

products in order to be remain competitive in the market.  The same responses were generated by 

other respondents which were (B11, B12, B13, B14, B16, B17, B18, B19, and B20) 

One of the respondents B26 from a chartered bank replied that Standard chartered bank does 

focus on providing specific training to their employees in order to make their employees satisfied 
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in the workplace. Bank focuses on those employees who are capable of becoming up with 

innovative ideas of introducing new products in the market. Employees having experience of 

management and handling diversified experience are preferred by the organization. The bank 

tries to hire young and well-qualified employees. The intention of the employees of the 

organization varies according to position employees are having on the organization. Other 

respondents which were (B21, B22, B23, B24, B25, B27, B28, B29, B30) also replied in the same 

sense. 

Respondents (B31 and B40) from Meezan Bank responded that Intentions of officers to take risk 

varies according to position of officers. Managers are required to be innovative and aware of 

threats and opportunities prevailing in the market. Managers are capable of exploiting 

opportunities prevailing in the market.  Academic level of employees of the organization is 

greater than the employees of other institutions.  Specific training is also provided to employees. 

Institution focuses on management experience of employees and prefers to have such employees 

who have diversified experience, having professional expertise in their related field. Other 

respondents (B32, B33, B34, B35, B36, B37, B38, and B39) also responded more or less in the 

same way as responded by B31 and B40. 

Social capital 

Social capital component consists of different dimensions like status of employees, family 

interlinking, formal and informal professional and non-professional relationships. 

As one of the respondent (B1) of UBL stated:  

Managers have good economic and political status. Managers are popular among colleagues and 

in their circles and are rich in dealing with their cultural values. Family of managers is 
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supportive in handling the challenges which they face in day to day life as finance dealing is a 

very crucial matter. Officers have the confidence of dealing the different matters by overcoming 

their weaknesses and have good unity at the workplace.  Employees have good formal and 

informal relations with financial entities, government and business associations. Other 

respondents B2 to B10 also responded in the same way.  

Another respondent B15 from HBL stated that HBL employees have good status which is 

economic, political and financial. Family of employees is supportive which a blessing is for him. 

He has good unity in the workplace and have confidence that he will be able to overcome the 

challenges which they are facing in day to day life. Employees have good personal relation to 

other financial institutions, government and business associations. Similarly, employees have 

good personal relations with other institutions.  The same responses were generated by other 

respondents which were (B11, B12, B13, B14, B16, B17, B18, B19, and B20) 

One of the respondents B26 from a chartered bank replied that Standard chartered bank 

employees have good relationships with the government, other financial institutions and with 

government. Employees are financially strong and have a good economic status. Employees have 

good relationships, both personal and social with other colleagues as well. Other respondents 

which were (B21, B22, B23, B24, B25, B27, B28, B29, B30) also replied in the same sense. 

Respondents (B31 and B40) from Meezan Bank responded that employees have good economic 

and political status. Managers are popular among colleagues and in their circles and are rich in 

dealing with their cultural values. Bank managers have good relations with their colleagues in 

the workplace and good relations with politicians. Family of managers is supportive in handling 

the challenges which they face in day to day life. Officers have good unity with other people. 
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Officers have good confidence and understand their weaknesses. Officers have good relations 

both personal and social relations with other financial entities, government and business 

association. Other respondents (B32, B33, B34, B35, B36, B37, B38, and B39) also responded 

more or less in the same way as responded by B31 and B40. 

Organization Performance 

Organization performance consists of three components which were job satisfaction, career 

satisfaction and life satisfaction.  

As one of the respondent (B1) of UBL stated: 

Employees of the organization are satisfied with the success they have achieved in your career, 

with the progress you have made toward meeting your overall career goals, goals for income and 

goals for advancement in career and new skills. Employees are satisfied with your present job, 

with the work environment. Employees are comfortable with their supervisor and subordinates. 

Peers/colleagues are cooperative. Life as a whole is satisfactory. Occupational, financial and 

leisure situation is good. Contact with friends and acquaintances are good and have a good 

ability to manage them self (dressing, hygiene, transfers, etcetera). Family life of employees is 

also satisfied.  Other respondents B2 to B10 also responded in the same way.  

Another respondent B15 from HBL stated that HBL employees are satisfied with their career, job 

and life as a whole. Employees are satisfied with their progress in their career, with advancement 

in their skills. Officers feel comfortable with their supervisor, with their colleagues and with their 

subordinates. Similarly, employees have good financial, occupational and leisure situation. 

Employees of the organization are capable of keeping balance in their work and home life. As a 
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whole, they are satisfied with their life.  The same responses were generated by other 

respondents which were (B11, B12, B13, B14, B16, B17, B18, B19, and B20) 

One of the respondents B26 from a chartered bank replied that Standard chartered bank 

employees are satisfied with the success they have achieved in your career, with the progress 

they have made towards meeting overall career goals, toward meeting goals for income, toward 

meeting goals for advancement and toward meeting goals for the advancement of new skills. 

Employees feel fairly satisfied with present job, with the work environment, supervisor, 

subordinates and peers/colleagues. Similarly, employee’s life as a whole is satisfactory. Their 

occupation, financial and leisure situation is good. Employee’s contact with friends and 

acquaintances are good and have a good ability to manage them self (dressing, hygiene, 

transfers, etcetera). Their family life is satisfied. Other respondents which were (B21, B22, B23, 

B24, B25, B27, B28, B29, B30) also replied in the same sense. 

Respondents (B31 and B40) from Meezan Bank responded that employees are satisfied with 

their career, job and life as a whole. Employees are satisfied with their progress in their career, 

with advancement in their skills. Officers feel comfortable with their supervisor, with their 

colleagues and with their subordinates. Similarly, employees have good financial, occupational 

and leisure situation. Employees of the organization are capable of keeping balance in their work 

and home life. As a whole, they are satisfied with their life.   Other respondents (B32, B33, B34, 

B35, B36, B37, B38, and B39) also responded more or less in the same way as responded by B31 

and B40. 
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7.2.  Interview from Teachers about Human Capital, Social Capital and  

Organization Performance 

Human capital components include academic knowledge of respondents, an experience that is 

diversified and management related and innovative ability of employees. Responses of teachers 

are given below: 

Human Capital: 

From BZU one of the respondents T1 replied that the academic level of employees of our 

organization is greater than the employees of other institutions. Specific training is provided to 

employees of our institution. BZU focuses on management experience of employees, employees 

have diversified experience and focuses on professional expertise in their related field. An 

intention of teachers to take risk varies according to their position. Teachers are supposed to be 

innovative in the sense that they should come up with new teaching styles and methods. Teachers 

should be able to attract more and more students. Other teachers from T2 to T10 also responded 

in the same way as does the respondent T1. 

From IUB, T15 gave answers in a very positive way. He responded that IUB focuses on 

enhancing the employee's capability by providing them specific training through offering 

different scholarships. Teachers are also supposed to have non-teaching assignments like 

coordinator ship, etc. teachers perform in such a way that their students generate a positive word 

of mouth about their organization and more and more students are attracted towards them. 

Teachers are capable of doing a SWOT analysis in an effective way. Other teachers from 
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different departments also responded in the same way (T11, T12, T13, T14, T16, T17, T18, T19, 

and T20).  

From COMSATS, teachers responded that to enhance teacher’s knowledge and experience is the 

main aim of the institution in order to retain loyal customers and be competitive in the market. 

Organization prefers to hire such employees who have higher knowledge, management and 

diversified experience. Similarly, teachers are continuously asked to improve their knowledge 

and skills. Teachers are assigned non-teaching assignments in order to enhance their 

management and non-management experience. Teachers are encouraged to take risks in order to 

come up with innovative ideas of teaching. Teachers are continually asked to do an analysis of 

attracting opportunities for the institution and avoiding from threats prevailing in the market 

(T21 and 25). Other teachers from different departments also responded in the same way (T22, 

T23, T24, T26, T27, T28, T29 and T30). 

From Women University, respondents replied that their university keeps on hiring such 

employees who are highly qualified and have management and diversified experience. Faculty 

continuously keep on enhancing their skills by getting scholarships of different courses. Does the 

academic level of employees of our organization is greater than the employees of other 

institutions. Teachers have Intentions to take risks and that varies according to their positions. 

Teachers are innovative, aware of threats and opportunities prevailing in the market and capable 

of exploiting opportunities prevailing in the market. The university does provide specific training 

to employees, focuses on management experience, prefer to have such employees who have 

diversified experience, and focuses on professional expertise in their related field (T31 and T40). 

The responses of other respondents (T32, T33, T34, T35, T36, T37, T38 and T39)  resembles a lot 

of responses of these respondents.  
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Social capital 

The social capital component includes status of employees, Interlinking and Family Support, 

Complicity, Personal Relations and Social Relations of employees. 

Responses of respondents are: 

From BZU one of the respondents T1 replied that teachers have good economic and political 

status. 

Teachers are popular among colleagues and in their circles and are rich in dealing with their 

cultural values. Teachers have good relations with their colleagues in the workplace, and with 

politicians. Family of teachers is supportive in handling the challenges which they face in day to 

day life. Teachers have good unity with other people. Teachers are confident and understand 

their weaknesses. Teachers have good relations with other financial entities, with government, 

and with business association. Teachers have good informal relations with other departments and 

universities, with government, with businessman and with cultural associations. Same response 

was given by other teachers which were T2, T3, T4, T5, T6, T7.T8, T9, and T10. 

From IUB, T15 gave answers in a very positive way. He responded that IUB focuses on good 

economic and political status of employees. Teachers have good relationships at the workplace, 

with other institutions, etc. Teachers have good unity with their colleagues, subordinate and 

bosses. Teachers have good social and personal relationships with government, other universities 

and business community in order to generate funds and exchange ideas. Other respondents which 

were T11, T12, T13, T14, T16, T17, T18, T19 and T20 also responded in the same way.  
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From COMSATS, teachers responded that university employees have better economic and 

political status. Teachers are popular among colleagues and in their circles and are rich in dealing 

with their cultural values. Teachers have good relations with their colleagues in the workplace 

and good relations with politicians. Family of teachers is supportive in handling the challenges 

which they face in day to day life. Teachers have good unity with other people. Teachers have 

good confidence and understand their weaknesses. Teachers have good relations both personal 

and social relations with other financial entities, government and business association (T21 and 

T25).  Other teachers from different departments also responded in the same way (T22, T23, T24, 

T26, T27, T28, T29, and T30). 

From Women University, respondents replied that their university employees have better 

economic and political status. Teachers have good relationships with their colleagues, have unity 

in the workplace, understanding of their weaknesses, etc. teachers have good personal and social 

relations with government, with financial institutions, with businesses in order to generate more 

and more benefits for the organization by getting different scholarships for their faculty and by 

inviting different guest speakers in their institution in order to provide students with up to date 

knowledge (T31 and T40). The responses of other respondents (T32, T33, T34, T35, T36, T37, 

T38 and T39) resembles a lot of responses of these respondents.  

Organization Performance 

From BZU one of the respondent T1 replied that teachers are   satisfied with the success they 

have achieved in your career, with the progress made toward meeting overall career goals, goals 

for income, goals for advancement and goals for the advancement of new skills. Employees are 

satisfied with their job in BZU, with the work environment, with supervisor, subordinates and 
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peers/colleagues are cooperative. Teachers’ life as a whole is satisfactory. Teachers have good 

occupation, financial and leisure situation. Contact with friends and acquaintances are good and 

have a good ability to manage them self (dressing, hygiene, transfers, etcetera). Family life is 

also satisfied. Same response was given by other teachers which were T2, T3, T4, T5, T6, T7.T8, 

T9, and T10. 

From IUB, T15 gave answers in a very positive way. He responded that IUB teachers are 

satisfied with their career, job and life as a whole. Teachers are satisfied with the behavior of 

their bosses, subordinates and peer/colleagues. Peers/colleague is cooperative. Teachers are 

satisfied with the progress they are making towards their career, towards the advancement of 

learning new skills and career goals. Teachers as a whole are satisfied with their life. Other 

respondents which were T11, T12, T13, T14, T16, T17, T18, T19 and T20 also responded in the 

same way.  

From COMSATS, teachers responded that teachers are satisfied with the success they have 

achieved in your career, with the progress they have made towards meeting overall career goals, 

toward meeting goals for income, toward meeting goals for advancement and toward meeting 

goals for the advancement of new skills. Employees feel fairly satisfied with present job, with 

the work environment, supervisor, subordinates and peers/colleagues. Similarly, employee’s life 

as a whole is satisfactory. Their occupation, financial and leisure situation is good. Employee’s 

contact with friends and acquaintances are good and have a good ability to manage them self 

(dressing, hygiene, transfers, etcetera). Their family life is satisfied (T21 and T25).  Other 

teachers from different departments also responded in the same way (T22, T23, T24, T26, T27, 

T28, T29, and T30). 
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From Women University, respondents replied that they are satisfied with their job at Women 

University, with the work environment, with HOD, with subordinates and with colleagues’ 

behavior. Peers/Colleagues are cooperative. They are satisfied with the success achieved in their 

career, and towards meeting their goal of career, income and advancements in career and skills. 

Their life as a whole is good and their occupation, financial and leisure situation is also satisfied. 

Family life is also good (T31 and T40). The responses of other respondents (T32, T33, T34, T35, 

T36, T37, T38 and T39) resembles a lot of responses of these respondents.  

7.3.  Interview from Bankers about Human Capital Affects Organization 

Performance 

One of the respondents (B1) of UBL stated that if an organization focuses on higher academic 

knowledge of employees, provide them with management and non-management experience, then 

employees feel satisfied in the workplace with regard to their job, career and life.  Other 

respondents B2, B3, B4, B5, B6, B7, B8, B9 and B10 also responded in the same way.  

Another respondent B15 from HBL stated that the employees of our organization are satisfied 

with their career, job and life as a whole. Employees are satisfied with their progress in their 

career, with advancement in their skills. Officers feel comfortable with their supervisor, with 

their colleagues and with their subordinates. Similarly, employees have good financial, 

occupational and leisure situation. Employees of the organization are capable of keeping balance 

in their work and home life. As a whole, they are satisfied with their life. This all is because the 

organization helps employees to enhance their knowledge and experience and hire those 

employees having higher education and management and diversified experience. Due to this 

reason positive competition among employees increases and they keep on enhancing their skills 
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which is productive for the organization.  The same responses were generated by other 

respondents which were (B11, B12, B13, B14, B16, B17, B18, B19, and B20) 

One of the respondents B26 from a chartered bank replied that Standard chartered bank focuses 

on employee’s higher education, professional technicalities, and innovative ability of employees. 

The bank provides a good environment to employees for enhancing their skills due to which  

employees are satisfied with the success they have achieved in your career, with the progress 

they have made towards meeting overall career goals, toward meeting goals for income, toward 

meeting goals for advancement and toward meeting goals for the advancement of new skills. 

Employees feel fairly satisfied with present job, with the work environment, supervisor, 

subordinates and peers/colleagues. Similarly, employee’s life as a whole is satisfactory. Their 

occupation, financial and leisure situation is good. Employee’s contact with friends and 

acquaintances are good and have a good ability to manage them self (dressing, hygiene, 

transfers, etcetera). Their family life is satisfied. Other respondents which were (B21, B22, B23, 

B24, B25, B27, B28, B29, B30) also replied in the same sense. 

Respondents (B31 and B40) from Meezan Bank responded that the intentions of the officers to 

take risk varies according to position of officers. Managers are required to be innovative and 

aware of threats and opportunities prevailing in the market. Managers are capable of exploiting 

opportunities prevailing in the market.  Academic level of employees of the organization is 

greater than the employees of other institutions.  Specific training is also provided to employees. 

Institution focuses on management experience of employees and prefers to have such employees 

who have diversified experience, having professional expertise in their related field. Due to these 

reasons, employees are satisfied with their career, job and life as a whole. Employees are 

satisfied with their progress in their career, with advancement in their skills. Officers feel 
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comfortable with their supervisor, with their colleagues and with their subordinates. Similarly, 

employees have good financial, occupational and leisure situation. Employees of the 

organization are capable of keeping balance in their work and home life. As a whole, they are 

satisfied with their life.   Other respondents (B32, B33, B34, B35, B36, B37, B38, and B39) also 

responded more or less in the same way as responding by B31 and B40. 

7.4.  Interview from Teachers about Human Capital Affects Organization 

Performance  

From BZU one of the respondents T1 replied that the academic level of employees of our 

organization is greater than the employees of other institutions. Specific training is provided to 

employees of our institution. BZU focuses on management experience of employees, employees 

have diversified experience and focuses on professional expertise in their related field. Intentions 

of teachers to take risk varies according to their position. Teachers are supposed to be innovative 

in the sense that they should come up with new teaching styles and methods. Teachers should be 

able to attract more and more students. Due to these reasons, teachers are   satisfied with the 

success they have achieved in your career, with the progress made toward meeting overall career 

goals, goals for income, goals for advancement and goals for the advancement of new skills. 

Employees are satisfied with their job in BZU, with the work environment, with supervisor, 

subordinates and peers/colleagues are cooperative. Teachers’ life as a whole is satisfactory. 

Teachers have good occupation, financial and leisure situation. Contact with friends and 

acquaintances are good and have a good ability to manage them self (dressing, hygiene, 

transfers, etcetera). Family life is also satisfied. Same response was given by other teachers 

which were T2, T3, T4, T5, T6, T7.T8, T9, and T10. 
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From IUB, T15 gave answers in a very positive way. He responded that IUB focuses on 

enhancing the employee's capability by providing them specific training through offering 

different scholarships. Teachers are also supposed to have non-teaching assignments like 

coordinator ship, etc. teachers perform in such a way that their students generate a positive word 

of mouth about their organization and more and more students are attracted towards them. 

Teachers are capable of doing a SWOT analysis in an effective way. These are the factors which 

are causing satisfaction in career, job and life as a whole of teachers. Teachers are satisfied with 

the behavior of their bosses, subordinates and peer/colleagues. Peers/colleague is cooperative. 

Teachers are satisfied with the progress they are making towards their career, towards the 

advancement of learning new skills and career goals. Teachers as a whole are satisfied with their 

life. Other teachers from different departments also responded in the same way (T11, T12, T13, 

T14, T16, T17, T18, T19, and T20).  

From COMSATS, teachers responded that teachers are satisfied with the success they have 

achieved in your career, with the progress they have made towards meeting overall career goals, 

toward meeting goals for income, toward meeting goals for advancement and toward meeting 

goals for the advancement of new skills. Employees feel fairly satisfied with present job, with 

the work environment, supervisor, subordinates and peers/colleagues. Similarly, employee’s life 

as a whole is satisfactory. Their occupation, financial and leisure situation is good. Employee’s 

contact with friends and acquaintances are good and have a good ability to manage them self 

(dressing, hygiene, transfers, etcetera). Their family life is satisfied because to enhance teacher’s 

knowledge and experience is the main aim of the institution in order to retain loyal customers 

and be competitive in the market. Organization prefers to hire such employees who have higher 

knowledge, management and diversified experience. Similarly, teachers are continuously asked 
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to improve their knowledge and skills. Teachers are assigned non-teaching assignments in order 

to enhance their management and non-management experience. Teachers are encouraged to take 

risks in order to come up with innovative ideas of teaching. Teachers are continually asked to do 

an analysis of attracting opportunities for the institution and avoiding from threats prevailing in 

the market (T21 and 25). Other teachers from different departments also responded in the same 

way (T22, T23, T24, T26, T27, T28, T29 and T30). 

From Women University, respondents replied that their university keeps on hiring such 

employees who are highly qualified and have management and diversified experience. Faculty 

continuously keeps on enhancing their skills by getting scholarships of different courses. Does 

the academic level of employees of our organization is greater than the employees of other 

institutions. Teachers have Intentions to take risks and that varies according to their positions. 

Teachers are innovative, aware of threats and opportunities prevailing in the market and capable 

of exploiting opportunities prevailing in the market. The university does provide specific training 

to employees, focuses on management experience, prefer to have such employees who have 

diversified experience, and focuses on professional expertise in their related field. These factors 

are having a positive impact on job, career and life satisfaction of employees.  Employees are 

satisfied with their job at Women University, with the work environment, with HOD, with 

subordinates and with colleagues’ behavior. Peers/Colleagues are cooperative. They are satisfied 

with the success achieved in their career, and towards meeting their goal of career, income and 

advancements in career and skills. Their life as a whole is good and their occupation, financial 

and leisure situation is also satisfied. Family life is also good (T31 and T40). The responses of 

other respondents (T32, T33, T34, T35, T36, T37, T38 and T39)  resembles a lot of responses of 

these respondents.  



288 
 

 

 

7.5. Summary 

In this chapter researcher has given details about different interviews which have been conducted 

by officers of banks and teachers of universities. Next chapter is going to conclude the whole 

study. 
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CHAPTER 8 

Conclusion 

In this chapter, first of all researcher is going to give a brief summary of all chapters. After the 

overview, conclusion and discussion are given. After that recommendation for practitioners are 

given and in the end areas for future research are proposed. 

8.1. Summary of Thesis 

The first chapter provides us with the background of the study, research problem, and research 

significance, etc.  After that literature review is given in chapter 2 followed by research gap. The 

third chapter is about the theoretical framework while the fourth chapter focuses on research 

methodology being used for the present study. Fifth chapter is about descriptive statistics and 

sixth chapter is most important which focuses on empirical analysis of the present study. Seventh 

chapter, which is this one is about conclusion and discussion. 

8.2. Conclusion and Discussion 

The study indicated that there is a strong influence of all the dimensions of Human Capital 

(Academic knowledge, Experience, Professional Experience and Cognitive Ability) on the 

performance of employees specifically measured through their life satisfaction, job satisfaction 

and career satisfaction. Kurkato, (2005) said that sometimes employees’ perceptions are more 

important than the actual behavior or attitudes of employees because our reactions are on the 

basis of perceptions and not on the basis of reality what actually is. So all these satisfaction 
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related attitudes are well predicted by human capital separately and as a whole. The study says 

that all the employees or participants have higher levels of academic knowledge (Mean = 3.37, 

SD = 1.14, B=. 268, p<.001) as compared to their other competitors. One of the reasons is that 

they are provided with off the job as well as on the job training which is important for their 

career growth and ultimately they get promoted resulting their career satisfaction and life 

satisfaction. They are also more satisfied with their jobs and enjoy their work.  As the managerial 

level in banks requires a rich experience of management to become a bank manager they are 

equipped with all the tools to excel and grow in their jobs. Moreover, their experience is 

diversified to cater the specific needs of customers and market along with completion with 

competitors (Mean = 3.57, SD = 0.95, B=. 353, p<. 001). Professional proficiency in 

technicalities is required by banks in order to make a person a bank manager besides their 

professional proficiency (Mean = 3.60, SD = 0.91, B=. 275, p<. 001). As they have to deal with 

every type of customers and clients, their communication must be effective. According to 

Mackinnon, (1994) the successful manager spends most of his or her time on effective 

communication. Although traditional management is important, but interpersonal skills are more 

vital for effective and efficient management.  

No doubts cognitive abilities of managers and their learning curves are very important for their 

organization and “strategic decision making regarding propensity to risk taking is required by 

position of bank managers”. Their intellectual stimulation and mental capabilities steer them to 

think innovative and their ideas make them creative. They are risk taker rather than risk averse. 

In Pakistan the employment situation is very critical and due to uncertainty, people don’t want to 

take much risk. Moreover, there is job insecurity in the private sector, which is the major sector 

of banking in Pakistan. Hence manager is very well aware of risk and threats which are they 
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confronted with the  banking sector.  However, they are efficient enough to scan the environment 

for any opportunity and try to discover new horizons of entrepreneurial values that can boost up 

their growth in the banking sector. They are also very much prone to the strategies of their 

competitors to compete them with full zeal and zest. That’s why the mean of cognitive abilities is 

(Mean = 3.64, SD = 0.89, B=. 266, p<. 001). 

When we consider social capital as moderator in the relationship between human capital and 

multidimensional performance (career satisfaction, job satisfaction, life satisfaction) of banking 

sector employees, it is clear that Status, Interlinking and Family Support, Personal relations and 

Social Relations play the role of catalyst in this relationship. In the presence of these factors this 

relationship becomes stronger hence revealing strong contingent effects. Although there is the 

strong direct relationship between social capital and performance dimensions, this relationship 

becomes even stronger in the presence of social capital as moderator and human capital as 

independent or predictor variable. Specifically, almost all the bank managers have better 

economic conditions for which they are rated high on their status in society and they are 

considered as well to do financially. Their salaries are handsome as compared to other sectors in 

Pakistan as well as most of the public sector employees. This social indicator makes their 

satisfaction with life, with a career and with a job more observable and intensified. Moreover, 

they are considered the smartest guys in our culture with freedom of expression and association, 

cherishing every party and get together with their personality and physical as well as intellectual 

abilities. They are much popular among their friends and families and very conforming with their 

political affiliations and support, of course, respecting for difference of opinions. We can see that 

Status has (Mean = 3.40, SD = 0.91, B=. 33, p<.001) in this way they status interact with 

Academic knowledge, Experience, Professional Experience and Cognitive Ability to make their 
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relation much stronger with life satisfaction, job satisfaction and career satisfaction. They have 

strong Interlinking with their loved ones and relatives and unconditional Family Support at home 

as well as at work. The Interlinking and Family Support has (Mean = 3.55, SD = 0.87, B=. 020, 

p<. 10). The data also supported that their political interlinking is strong and their families 

support and encourage them to fight with the day to day challenges regarding their work life as 

well as family life. It in itself is very encouraging that their relatives and friends stay side by side 

with them when they are facing some ordeal regarding their career or routine life. They are more 

confident, united and have a strong sense of understanding of their shortcomings and weaknesses 

that predicts their core self-evaluation as positive. They have good interpersonal skills so their 

relationships and networking with other financial entities are remarkable. Although most of the 

banking sector managers are from the private sector, but they have good relationships with 

governmental agencies and banking regulators. Moreover, their networking with business entities 

and associations make their businesses grow and help them achieve their targets. They also 

engage in social activities and socially responsible corporate business that’s why they support 

many social and cultural activities and sponsor many events at academic and public levels.  The 

(Mean = 3.36, SD = 0.98, B=. 016, p<. 05). 

Not only they are engaged in formal relationships with other associations, public and government 

agencies, but they have good interpersonal relationships with other banks, businessmen, 

association and officials informally. Hence social relation has (Mean = 3.49, SD = 082, B=. 017, 

p<. 05) and strongly interact with human capital to predict performance of employees. When we 

see the performance of employees in terms of career satisfaction, job satisfaction and life 

satisfaction they rate high on all these variables. They are satisfied with their success and 

achievements in their career paths and proactive in their approach.  They are making progress in 
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their careers and satisfied with it. Vroom’s (1964) Expectancy theory of motivation tells that 

employees make an effort for their career and their performance is increased as a result they are 

rewarded which can fulfill their personal goals. These employees are the true precursors of such 

expectations and performance relationships. Moreover, such employees also fulfill their goals for 

income, advancement, and acquiring new skills. Managers of these banks feel pleasure and enjoy 

their work as suggested by Lowndes, (2000). They are satisfied with each and every dimension 

of their job like environment, subordinates, coworkers, pay and promotion. Overall, they are 

satisfied with their life as a whole. They adopt the occupation of their choice and good at it. 

Their financial position is strong enough to meet their needs and leisure situation. They are 

satisfied with their family life, have good relationships with friends and are good at managing 

their self-care as pointed out by Lin (1999). 

8.3. Recommendations 

There are a few recommendations for managers and policy makers that can be offered on the 

basis of this study to make the work environment more supportive and catering the changing 

needs of employees. For example, employees should be emotionally attached with organization, 

although there are economic benefits these employees are enjoying and their status is also good 

to do as compared to the employees working in other sectors. Moreover, their salaries are higher 

than the others, but according to Meyerson (1994). There are three dimensions of Organizational 

Commitment; continuance, affective and normative, but affective or emotional attachment of 

employees with their organizations is more beneficial and praying for the organization.  

Employees should be well versed and aware of the organizational culture through the orientation 

process and personnel policies should match the needs of employees as well as needs of the 



294 
 

 

organization. Employees’ socialization programs can play effective role in this regard. Moreover, 

the employees must be trained to improve their knowledge, skills and abilities so that firm’s 

objective can be achieved more effectively and efficiently.  

Moreover, management should analyze their needs for career growth and match it with their 

jobs, hence the theories of Person organization fit and Person job fit can be best utilized to 

understand the correct meanings of survival of the fittest. They must be trained in taking a 

proactive approach and initiative to solve the problems and make problems opportunities.  

Effective communication and networking is also necessary for successful managers which are 

part of interpersonal skills. A manager can get things done through other people by 

communicating effectively and developing networks of internal as well as external stakeholders. 

As a part of organizational policy, the higher management should change the perceptions and 

attitudes and behaviors of employees where critical change processes involve all these. Besides 

human and social capital, Relational capital and Intellectual capital are also necessary within an 

organization to grow in this competitive environment. Moreover Innovative work behavior is the 

utmost important ingredient of creative organizations that can face the change with great force.  

Succession planning is another issue that can be managed best by preparing the workforce 

behind the retiring employees through mentoring and training processes. When employees 

become aged their learning become slow but they need to leave such workforce that they can be 

replaced in the best way. But for preparing such workforce it is necessary to initiate the learning 

process within the organization and modification of behavior. Every manager needs some way to 

appraise employees’ performance. If employees’ performance is good, you’ll want to reinforce 

it, and if it’s bad, you’ll want to take corrective action. 
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This can be best described by social learning theory of Baker (1996) who said we learn through 

experience as well as an observation, but only those behaviors become permanent that are 

socially acceptable and regularly reinforced. Positive reinforcement is necessary to learn new 

positive behaviors and get rid of negative behaviors through job design and reward system, etc. 

Both types of rewards, intrinsic and extrinsic are necessary for modification of already learned 

behaviors and learning new behaviors. Sometimes challenging work and goal setting is more 

important than financial rewards in which employees see their work as a challenge and make 

every effort to win the challenge. Conflicts may arise, but can be functional and positive rather 

than negative and dysfunctional.  

Management competencies and areas of expertise also need to be improved continuously for 

efficient and effective management. It is also required to manage workforce diversity in the form 

of gender, age, experience, etc.  Employee wellness program can enhance the level of trust 

between management and employees. Prevailing justice and fairness within the organization can 

also play a vital role in to make the culture of the organization more supportive and trustworthy. 

Employees should also offer old age benefit programs for their motivation like handsome 

pension and medical insurance. 

8.4. Guidelines for Future Research 

Although this study has taken various aspects of human and social capital along with their 

relationship and impact on job satisfaction, life satisfaction and career satisfaction, but some 

areas are still to be explored which the researcher found may be of interest and can be addressed 

in the future studies. For instance, there should be considered one important attitude at the job, 
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organizational commitment, the specific affective commitment of employees that is necessary for 

effective performance of employees and their career growth.   

As this data was collected from specific sector, banks etc. in future studies different sectors can 

be chosen as population for more generalizability in Pakistani context which are important 

contributory of its economy.  

There is also need to investigate the role of organizational justice in terms of procedural, 

interactive and distributive justice as if justice prevails within the organization employees feel 

that they are being treated fairly and there is chance of growth and promotion on merit in the 

organization.  

Trust should also be addressed in the future studies as mutual trust between employer and 

employees and team members boost up the performance at the individual level and 

organizational level. 

Moreover reward, whether it is intrinsic or extrinsic necessary to determine its effect on the 

performance level of employees. In Pakistan extrinsic reward may be perceived to be more 

important than intrinsic reward. 

Finally, human and social capital need some time to develop and the effect of different policies 

or training may be well observed through longitudinal design rather than through cross sectional 

study. 
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