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Icinde bulundugumuz bilgi ¢ag1 ve ekonomisinde beseri ve sosyal sermaye Beseri Sermaye
¢alisanlarin ve orgiitlerin performansini belirleyen temel sermaye tiirlerinden
ikisi olarak goriilmektedir. Bu baglamda c¢alismanin konusu beseri ve sosyal
sermayenin kamu personelinin performansi tizerindeki etkileridir. Calismanin
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konusunu olusturan arastirma kesitsel tipte bir saha arastirmas olup; bir yerel Kamu Yonetimi
yonetim  kurulusunda ¢alisan 377 kamu  personeli {iizerinde
gerceklestirilmistir. Arastirmada begeri ve sosyal sermayenin ¢alisanlarin is Makale Hakkinda
performansi {izerinde istatistiksel olarak anlamli ve pozitif yonde bir etkisinin
oldugu sonucuna ulasilmistir. Calisanlarin is performans: iizerinde sosyal Gelis Tarihi: 08.12.2021

sermayenin beseri sermayeden daha fazla etkisi oldugu tespit edilmistir.
Ortaya konulan sonuglar ¢ercevesinde, beserl ve sosyal sermayenin en az 6zel
sektor kuruluslar1 kadar kamu kuruluslari i¢in de Onemli birer kaynak Doi: 10.18026/cbayarsos.1034365
oldugunu ve galisan ve drgiit performansinin gelistirilmesi i¢in mutlaka bu iki

sermaye tiiriine yatirim yapilmasi gerektigini sdylemek miimkiindiir.
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In the information age and economy we live in, human and social capital are Human Capital
regarded as two of the main types of capital that determine the performance
of employees and organizations. In this context, the subject of this study is the
effects of human and social capital on the performance of civil servants. This
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is a cross-sectional field study and it was carried out on 377 civil servants Public Administration
working in a local government institution. It was concluded in the study that
human and social capital has a statistically significant and positive effect on About Article

the working performance of employees. It was determined that social capital

has more effect than human capital on the job performance of employees. Received: 08.12.2021
Within the framework of the results, it is possible to say that human and social
capital is an important resource for public institutions as well as private sector
institutions, and it is absolutely necessary to invest in these two types of capital Doi: 10.18026/cbayarsos.1034365
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in order to improve employee and organizational performance.

2 This article is an extended and improved version of the paper published in the proceedings book of 15th International Balkan and Near Eastern
Congress Series on Economics, Business and Management on May, 29-30, 2021.

b Correspondent Author: serafettin.erten@usak.edu.tr

¢ Asst. Prof. Dr, Usak University, Faculty of Health Sciences, Department of Health Management, ORCID ID: 0000-0003-0297-0580.

d Lecturer, Usak University, Vocational School of Health Services, Department of Management and Organization, ORCID ID: 0000-0002-1558-0736.



The Effect of Human and Social Capital on Employee Performance in Public Sector

Introduction

Measuring and evaluating employee performance and determining the tangible and
intangible factors that affect performance have an important place in modern organizational
studies. Organizations seek the ways to get the maximum efficiency from their employees,
especially through their human resources management systems (Gruman and Saks, 2011;
Kaplan and Norton, 1992; Kurunmaki and Miller, 2006). The concept of performance in public
organizations has become an important agenda with the effect of the new public management
approach (Arnaboldi, Lapsley and Steccolini, 2015; Boland and Fowler, 2000). Performance
measurement and performance management practices gained momentum in order to use
resources efficiently, increase service quality, and ensure efficiency, effectiveness and
accountability (Fryer, Antony and Ogden, 2009; Radnor and McGuire, 2003).

In the current era called as information age, information is now regarded as a production factor
on its own. Intangible assets of organizations are considered as a significant capital type at
least as much as tangible assets. (Cabrita and Bontis, 2008). In the current situation,
organizations have become units that produce, associate, store and transform information into
goods and services without distinction of public or private sector (Grant, 1996). Intangible
assets conceptualized as intellectual capital are the main sources of the performance,
innovation, competitive advantage and survival for organizations (Petty and Guthrie, 2000;
Yeh-Yun Lin and Edvinsson, 2011).

Although there are different views on the elements that form intellectual capital, human
capital is the common and basic one in all of them (Bassi and Van Buren, 1999; Bontis, 1998;
Edvinsson, 1997; Stewart, 1997). More and more organizations each day seek for the ways to
employ human resources with a high level of knowledge and skills and improve the current
human resources (Drucker and Maciariello, 2008). The level of knowledge, skills and abilities
of this new human resource, which is expressed as "information worker" in the words of
Drucker (2011, p. 24), is the determining factor in all fields of organizational ecology including
performance (Sarnovics, 2010; Schultz, 1993).

The increase in the importance of network structures with the information age featured
another type of intangible asset more for organizations. The resource called as social capital
emphasizes the networks created by organizations and employees of organizations with
others and other organizations and the gains from here (Coleman, 1994; Seibert, Kraimer, and
Liden, 2001). Social capital for organizations originates from human capital and it is regarded
as an extension of human capital. Social capital is a productive asset and increases the
effectiveness and efficiency of other types of capital (Coleman, 1994; Schmid and Robison,
1995). The gains obtained from the network and social relations contribute positively to the
performance of both individuals and organizations (Field, 2008; Seibert, et al., 2001).

Human and social capital is accepted as the main source for modern public organizations and
it is suggested that these types of capital contribute positively to organizational and employee
performance (Bright, 2007; Campos, Salmador and Merino, 2006; Cinca, Molinero and
Queiroz, 2003; Tantardini, Guo and Ganapati, 2017). There are numerous studies in literature
on the effect of human capital and social capital on organizational and employee performance.
However, most of them are for private sector organizations. The studies for public
organizations are less in number. Therefore, the purpose of this study is to analyze the effects
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of human and social capital in public organizations on employee performance and to
contribute to this field.

Literature Review
Employee Performance

Performance is a concept that is in the center of today's organization and management field
and studies. All organizations, whether private or public, seek the ways to increase their
performance in order to survive and keep their competitive advantage (Becker and Gerhart,
1996; Porter, 1998; Vosloban, 2012). It is accepted that performance has a multidimensional
and complex structure (Pradhan and Jena, 2017; Sonnentag, Volmer and Spychala, 2008).
However, it is often simply defined as results, i.e. the degree to which assigned goals are
achieved (Armstrong, 2006; Dahkoul, 2018; Rainey, 2014). Of course, the most important factor
underlying this simple definition is people, in other words, the employees in organizations.
Because organizations are complex structures made up of people first of all (Crowther, 2002;
Pugh and Hickson, 2007; Rainey, 2014).

Locke (1970, p. 484), regards employee performance as a direct result of an individual's specific
task or business objectives. Daryoush, Silong, Omar and Othman (2013, p. 100), state that
performance is not just about actions and results, on the contrary, performance itself is an
action or behavior. Based on these two approaches, it is possible to define employee
performance or employee job performance as “scalable actions, behaviors and results that are
involved or produced by employees, associated with and contributing to organizational goals
(Viswesvaran and Ones, 2000, p. 216).” Motowidlo and Kell's (2013, p. 82) value-based
approach brings a different perspective to the subject. They also accepted performance as a
feature of behavior, but attributed it to a value formation process expected by the organization.
From this point of view, they defined business performance of employees as “the total
expected value for the individual's organization of the individual behavioral segments that an
individual carries out over a standard period of time.”

Borman and Motowidlo (1997, p. 99), discussed this behavior to create value in two
dimensions as task performance and contextual performance. Task performance includes the
officially defined activities of employees in organizations and consists of the actions that
directly affect the performance of organizations. Contextual performance includes all kinds of
activities that affect employee performance other than the official job definition and indirectly
contributes to organizational performance (Motowidlo and Kell, 2013; Pradhan and Jena, 2017;
Sonnentag et al., 2008). Fluctuation and complexity, which are the main characteristics of
today's organizational ecology, necessitated a different perspective on employee performance
in order to overcome the problems experienced by organizations (Becker and Gerhart, 1996;
Burke and Church, 1992; Corley and Gioia, 2004; Gruman and Saks, 2011). In this context,
Pulakos, Arad, Donovan and Plamondon (2000), in their study, developed the classification of
“adaptive performance” by considering the adaptation of employees to changing conditions
in organizations and asserted a third dimension of employee performance.

Today, employee performance has become a central issue in industrial and organizational
psychology (Crook, Todd, Combs, Woehr and Ketchen, 2011; Harari and Viswesvaran, 2018;
Motowidlo and Kell, 2013). It is accepted that business perfomance of employees forms the
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basis of team and organizational performance (Crowther, 2002; Harari and Viswesvaran, 2018;
J., 2013; Pugh and Hickson, 2007). In the words of Ben-Hador (2019, p. 1037), employee
performance represents the "essence of work" in organizations. Organizations seek the ways
to have the labor with high performance and therefore, to get the competitive advantage
(Porter, 1998; Vosloban, 2012). Performance and human resources management systems are
established in order to employ employees and increase their motivations, knowledge and
skills and improve their abilities, determine the goals and objectives of organizations, direct
employees to these goals and objectives, and monitor and evaluate the obtained results
(Aguinis, 2014; Armstrong, 2006; Christensen, Leaegreid, Roness and Revik, 2007; Gruman and
Saks, 2011; Marr, 2006; Porter, 1998).

Employee performance is an important topic in the public sector as well as in the private sector.
Evaluation of performance in public administrations became a current issue in the 1970s
(Boland and Fowler, 2000; Fryer et al., 2009) and with the 1980s, it became an integral part of
public administration within the new public management approach (Pollitt, 2008; Van Dooren,
Bouckaert, and Halligan, 2018). However, unlike the private sector, performance in public
organizations is rather handled within the framework of concluding plans and programs,
using public resources effectively and efficiently, and increasing the quality of public service
(Arnaboldi et al., 2015; Pudawawan and Sutarlan, 2018; Van Dooren et al., 2018).

In accordance with the transformation experienced, personnel management and performance
measurement in the process have become the leading discussion and implementation issues
in public performance management systems (Kearney and Berman, 1999). The classical
personnel management approach in public administrations evolved into a human resources
management approach (Hughes, 2003; Rainey, 2014) and the promotion of employees is
handled within a more performance-based career system based on efficiency and productivity
within the framework of the managerial approach (Christensen et al., 2007; Ibarra-Colado,
2002).

When considered in terms of the public sector, it is possible to talk about many internal and
external factors that affect employee performance, such as organizational culture, business
environment, leadership, and reward mechanisms, just like in the private sector (Diamantidis
and Chatzoglou, 2019; J., 2013). Human and social capital has been one of the leading factors
that affect the performance in public organizations within the framework of the dynamics of
the information age and information society.

The Relationship between Human Capital and Employee Performance

Employees of organizations have long been seen only as a tool that affects efficiency and a
source of cost (Becker and Gerhart, 1996, Bassi and Van Buren, 1999). However, the
developments in resource and value-based theories enabled the concept of people to be
handled as a capital element and source to create value for organizations like many other
intangible assets (Crook et al., 2011; Marr, 2006; Pugh and Hickson, 2007). It is accepted that
human resources called as human capital today (Carkhuff, 2000; Nerdrum and Erikson, 2001)
is the most important tool to increase the performance of organizations and get competitive
advantage (Armstrong, 2006; Bapna, Langer, Mehra, Gopal and Gupta, 2013; Porter, 1998).

It is accepted that human capital consists of various employee qualifications such as
knowledge, abilities, values, experience, enthusiasm and physical qualities (Becker, 1993;
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Carmeli, 2004; Weatherly, 2003). This type of capital is closely tied to the person who owns it,
thus, it is his or her property. While a person owns some of these qualifications from the birth,
he or she acquires some of them throughout the life (Schultz, 1993, p. 14). Bontis (1999, p. 446),
states that human capital consists of four main elements as heredity, education, experience
and attitudes towards occupation. According to Petty and Guthrie (2000, p. 166), what underlie
under these elements are the qualifications such as know-how, professional qualifications,
business competence, entrepreneurial spirit, innovation, proactive and reactive abilities, and
changeability.

It has three main features that distinguish human capital from other types of capital: it is the
primary element of intellectual capital; it is considered the most important source of
sustainable competitive advantage; and the most mobile type of capital (Cabrita and Bontis,
2008; Farah and Abouzeid, 2017; Roos, 2008). For that reason, one of the biggest challenges for
organizations is to find and hold the employees with such characteristics (Oliver, 2001).
Therefore, human capital has become the focus point of modern human resources theory
(Cabrita and Bontis, 2008; Weatherly, 2003).

Todays, it is clearly accepted that human capital has an effect on both the business performance
of the employee and the performance of the organization (Cabrita and Bontis, 2008; Crook et
al., 2011; Imran and Atiya, 2020; Rumawas, 2018). Bapna and others (2013), found in their study
in information communication technology companies that investment in human capital makes
positive contributions to employee performance. Philip and Ikechukwu (2018), obtained
similar findings in their study on oil companies. Huang, Yu, Shao, Yu, and Li (2021), revealed
in their study on hotel employees that human capital affects employee performance positively.
In the study by Muafi, Suwitho, Purwohandoko and Salsabil (2017), in the banking sector in
Indonesia, it was determined that human capital makes a significant contribution to the
improvement of business performance of employees. In another study conducted in private
education institutions, it was found that human capital management practices play a very
important role in increasing employee performance (Jain and Ahuja, 2019). Human capital
increases organizational performance as well as employee performance (Jocelyne and Kariuki,
2020). In the context of the results of the studies in the literature, the first hypothesis of the
research was established as follows:

H1: Human capital significantly and positively affects employee performance.

The Relationship Between Social Capital and Employee Performance

Just like human capital, social capital is one of the leading intangible capital approaches in
organizations (Storberg, 2002). Social capital is associated with human capital most and refers
to the social or network relations of human capital (Coleman, 1994; Field, 2008; Flap, 2002;
Weaver and Habibov, 2012). This concept was developed in order to present the value of the
relations in network structures (Shaw, Duffy, Johnson, and Lockhart, 2005). Hence, social
capital is regarded as a significant resource type that explains the value of employee social
lives for organizations (Ben-Hador, 2019).

It is generally accepted that social capital is a value that exists in social relations and networks
and derives from it (Andrews, 2010; Kashefi, 2012; Leana and van Buren, 1999; Nahapiet and
Ghoshal, 1998). Social capital includes both the network and the assets to be activated through
this network. In addition, it is seen that social capital is handled and explained as individual
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social capital (Coleman, 1988; Putnam, 1993), corporate social capital (Ben-Hador, 2016; Kroll,
DeHart-Davis and Vogel, 2019) and common or national social capital (Adler and Kwon, 2002;
Bourdieu 1977; Fukuyama, 2001) by looking at the size of relations and networks from micro
to macro level.

According to Coleman (1988, p. 98), social capital has two main elements. The first is that it is
productive, and the second is that it makes it possible to achieve certain goals that would not
be possible without it. Nahapiet and Ghoshal (1998) state that social capital has three
dimensions as structural, relational and cognitive. “The structural dimension refers to the
connections between the actors, the relational dimension refers to the assets created and
utilized through relationships, and the cognitive dimension refers to the resources shared
between the parties (p. 243).” Clausen, Meng, and Borg (2019, p. 800) suggest that there are
three types of social capital in organizations based on the types of relationships. The first is
associative social capital that focuses on the relationships between people in the same group
or team, the second is bridging social capital that refers to the relationships between different
groups and teams and finally, the third is binding social capital that expresses the relationships
between teams and executives.

Social capital fulfills various functions and provides benefits for individuals and
organizations. First of all, social capital facilitates access to information. This is important in
terms of ensuring the quality, accuracy and currency of the information. Second, it facilitates
cooperation. Therefore, solidarity and harmony increase. This helps to increase the promotion
possibilities and career success of employees. Finally, social capital decreases the need to
control employees in organizations by providing influence, control and power and creates an
efficient organizational climate (Adler and Kwon, 2002; Kroll et al., 2019; Shaw et al., 2005).

The conducted studies reveal that social capital also has a positive effect on different types of
performance. Clausen and others (2019), in their study presented that social capital has a
positive effect on employee performance in workplaces and also increases work commitment
and psychological well-being. Ben-Hador (2016) found that there exists a positive relationship
between social capital and performance and this relationship is mediated by the enthusiasm
of the employee and self-efficacy determines the enthusiasm of employees. Pudawawan and
Sutarlan (2018), in the study in a public health organization in Indonesia proved that social
capital has a significant effect on employee performance through employee satisfaction. Kroll
and others (2019) presented that organizational social capital contributes positively to
individual performance by increasing cooperation, trust and organizational commitment. The
results of the study by Ellinger, Ellinger, Bachrach, Wang, and Elmadag-Bas (2011) indicate
that organizational social capital is positively related to employees' performance in business,
service quality, commitment and organizational citizenship behavior. In the study by Ashraf
and Javed (2014) on bank employees, it was determined that social networking of employees
positively affects their skills, abilities, knowledge, qualifications, productivity, motivation and
performance levels. In the study by Ali, Hussain and Azim (2013) it was concluded that
organizational investments on social capital have a positive effect on employee performance.
In the context of the studies in literature second hypothesis of the study is established as
follows:

H2: Social capital significantly and positively affects employee performance.
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Research Method
Purpose of the Study

The purpose of this study is to identify the effects of human and social capital in public
organizations on work performance of employees.

Population and Sampling of the Study

The study is designed as quantitative and it is a cross-sectional field study. The population of
the study consists of the personnel working in a local government institution. Convenience
sampling method was used in the study. The purpose of the study was explained to the
participants by face-to-face interview method and their consent was obtained. 389 participants
voluntarily participated in the study. In the analysis conducted on the questionnaire forms, 12
questionnaire forms were excluded from the analysis and the data obtained from 377
participants were analyzed.

Data Collection Tools

The data of the study were collected through a questionnaire form consisting of 3 parts. In the
first part, open-ended questions for the demographic characteristics of the participants were
asked about gender, marital status, age, education level and duty. In the second part, there are
5 statements about human capital and 5 statements about social capital in the intellectual
capital scale developed by Subramaniam and Youndt (2005). The scale was adapted to the
Turkish culture by Ozdemir and Tasc1 (2007). The third part includes the scale of employee job
performance developed by Na-Nan, Chaiprasit and Pukkeeree (2018). The scales used in the
study are 5-point Likert (1= strongly disagree to 5= strongly agree) type.

Data Analysis

SPSS 26 program was used in the analysis of research data. The demographic qualifications of
participants were analyzed through frequency analysis. The validity of the scales used in the
study was evaluated by Explanatory Factor Analysis (EFA) and their reliability was evaluated
by the Cronbach's Alpha (Ca) coefficient. The correlation between the variables of the study
was determined by correlation analysis and the effect of human and social capital on employee
job performance was determined by regression analysis. Normal distribution of the research
data was determined according to Skewness and Kurtosis values. In the evaluation of the
findings, 95% of confidence range and p<0.05 of significance level were accepted.

Findings
Demographic Qualifications of Participants

Descriptive statistics about the participants of the study are summarized in Table 1. 82,5% of
the participants are female and 70,8% of them are married. 52,5% of the participants have
bachelor’s degree. The age of the participants ranges from 20 to 62, the average age is
37.81+7.39. Nearly half of the participants (49.9%) are between the ages of 30-39. 52,3% of the
participants work as educators.
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Table 1. Descriptive Statistics of Participants

Variables Frequency % Variables Frequency %
Gender Age (min=20; max=62,; mean=37,81 + 7,39)
Female 311 82,5 20-29 46 12,2
Male 66 17,5 30-39 188 49,9
Marital Status 40-49 114 30,2
Married 267 70,8 50> 29 7,7
Single 110 29,2 Profession

Educational Status Civil servant 93 24,7
Primary education 10 2,7 Technical staff 14 3,7
High school 79 21,0 Health personnel 17 45
Associate degree 58 15,4 Counsellor 42 111
Undergraduate degree 198 52,5 Worker 14 3,7
Graduate degree 32 8,5 Educator 197 52,3
Total 377 100 Total 377 100

Validity and Reliability Analysis of Scales

Validity of scales was evaluated by Explanatory Factor Analysis (EFA) and reliability of them
was evaluated by Ca coefficient. EFA results of the scales are presented in Table 2 and Table
3.

Table 2. Factor Analysis Results for Human and Social Capital Scale

Items Human Capital Social Capital
Our employees are creative and bright. ,843
Our employees are highly skilled. ,841
Our employees are experts in their particular jobs and functions. ,818
Our employees develop new ideas and knowledge. 77
Our employees are widely considered the best in our industry 134

Our employees apply knowledge from one area of the company to

problems and opportunities that arise in another. 874
Our employees partner with customers, suppliers, alliance partners, 788
etc., to develop solutions. '
Our employees interact and exchange ideas with people from

. ,689
different areas of the company.
Our employees share information and learn from one another. ,679
Our employees are skilled at collaborating with each other to 672
diagnose and solve problems. '
Eigenvalues 6,496 ,982
Total Variance Explained (74,781) 64,965 9,816
Kaiser-Meyer-Olkin ,934
Bartlett's Test of Sphericity p=0,000; p <0,05
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Approx. Chi-Square 2935,400

EFA was performed in order to determine the validity of human and social capital scale. Since
the KMO sampling sufficiency of the scale is (0.934) and Barlett's sphericity tests are (p=0.000;
p <0.05), the data set was found to be suitable for factor analysis (Akgiil and Cevik, 2005). As
a result of the factor analysis, it was determined that the factor loads of human capital
dimension consist of 5 expressions ranging from 0.734 to 0.843. The factor loads of social capital
dimension consist of 5 statements ranging from 0,672 and 0,874. Total explanatory rate of the
scale is 74,781%, with 64,965% of explanatory rate of human capital and 9,816% of explanatory
rate of social capital.

Table 3. Factor Analysis Results for Employee Job Performance Scale

Items JP
Tasks are normally completed on Schedule. ,829
Workers achieve time-related organizational goals. ,818
Tasks are carried out within a reasonable amount of time. ,814
The units of output under my responsibility correspond to my skills and ability. ,813
The quantity assignment is always fulfilled. ,808
The units of output meet organizational expectations. ,785
The delivery of goods or services is conducted in a timely fashion. ,782
The units of output are in sync with the number of employees. 171
Products or services meet the expectations of customers. ,768
Quality inspection is conducted prior to the delivery of goods or services. ,739
Materials and tools meet the set criteria and standards. ,709
Tasks are performed attentively and correctly ,679
Eigenvalues 7,254
Total Variance Explained 60,448
Kaiser-Meyer-Olkin ,941
Bartlett's Test of Sphericity p=0,000; p <0,05
Approx. Chi-Square 3169,197

EFA was performed in order to determine the validity of employee job performance scale.
Since the KMO sampling sufficiency of the scale is (0,941) and Barlett’s sphericity tests are
(p=0.000; p <0.05), the data set was found to be suitable for factor analysis (Akgiil and Cevik,
2005). As a result of the sector analysis, it was determined that factor loads of employee job
performance scale consist of 12 statements under one dimension ranging from 0,679 and 0,829.
Total explanatory rate of the scale is 60,448%.

Descriptive Statistics for Scales

Min-max, mean, standard deviation, Skewness, Kurtosis and Ca values for the variables of the
study are presented in Table 4.
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Table 4. Descriptive Statistics for Scales (n=377)

Scales Items Min-max Mean SD Skewness  Kurtosis Ca
Human Capital 5 1-5 3,66 ,93 -,604 -,129 ,915
Social Capital 5 1-5 3,68 ,89 -,879 ,603 ,898
Job Performance 12 1,33-5 3,69 ,80 -,631 371 ,939

The average of the scores given by the participants to the variables of the study are 3.66 + 0.93
for human capital, 3.68 + 0.89 for social capital, and 3.69 + 0.80 for the general average of job
performance. Skewness values of the variables range between -0,879 and -0,604 and Kurtosis
values range between -0,129 and 0,603. Since these values are between +1,500, it is accpeted
that the research data have normal distribution (Tabachnick and Fidell, 2013). Ca coefficients
of the variables are 0,915 for human capital, 0,898 for social capital and 0,939 for job
performance. Since it is Ca>0.70, the scales have high reliability level (Nunnally and Bernstein,
1994).

Correlation Analysis

Table 5. Correlation Analysis for Human and Social Capital and Job Performance Variables

Variables 1 2 3
1 Human Capital 1
2 Social Capital 70** 1
3 Job Performance ,651** ,699** 1

Note: **p<0,01, *p<0,05

The relationship between human capital and social capital and job performance was analyzed
through correlation analysis. According to the correlation analysis, it was determined that
there is a positive, moderate and statistically significant relationship between job performance
and human capital (r =,651, p<0.01) and social capital (r =,699, p<0.05) (Table 5).

Regression Analysis

Multiple lineer regression analysis was conducted in order to determine the effect of human
and social capital on job performance. The analysis results are presented in Table 6.

Table 6. Regression Analysis Results for the Effect of Human and Social Capital on Job
Performance

Job Performance?

Variables Adj.
B p t F R? R Tolerance  VIF
Costant 1.204 .000 9.511
Human Capital* 238 .000 4.937

_ _ 202.871 520 518  .408 2.454
Social Capital* 438 .000 8.667

Note: 1: Independent Variable, 2: Dependent Variable
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The regression model established for the effect of human and social capital on job performance
was found statistically significant (F=202,871, p<0.01). According to the regression analysis,
human capital ($=0.238, p<0.01) and social capital ($=0.438, p<0.01) have a positive and
significant effect on job performance. According to these findings, H1 and H2 hypotheses were
supported. It was determined that social capital has more effect than human capital on
employee job performance. It was determined that human and social capital is important in
explaining the job performance, the dependent variable. Human and social capital can explain
52,0% (R*=0,520) of the change in job performance.

Conclusion And Discussion

In this study, in which the effect of human and social capital on the performance of public
personnel was investigated, it was concluded that both human capital and social capital
positively affected and increased employee performance. In addition, it was determined that
positive effect of social capital on employee performance is more than the effect of human
capital. The result is in line with the results of other studies in the literature, and also with
results of Perera and Weerakkody (2018) and Efendi and Haryati (2021), which investigated
the effects of both human and social capital on employee performance in the same
organization. Perera and Weerakkody (2018) found that human and social capital increases
the performance of employees in their study on small-scale industrial enterprises in the private
sector in Sri Lanka. Efendi and Haryati (2021) found that human and social capital contributed
positively to both employee and organizational performance in their study on the official
postal service in Jakarta, Indonesia, and also work commitment mediated human capital,
social capital and intrinsic motivation in increasing employee performance.

The positive contribution of both human and social capital to employee and organizational
performance is obvious (Jocelyne and Kariuki, 2020; Ellinger, Musgrove, Ellinger, Bachrach,
Elmadag-Bas and Wang, 2013). The success of organizations in the creation of today's complex
goods and service production systems depends on the combination of different types of capital
at the optimum point. For that reason, the development of new products and services is
achieved through creative cooperation rather than individual efforts (Leonard and Sensiper,
1998). The power of human capital is closely related to social capital. As long as the employees
do not share their individual expertise with their colleagues, it is not possible to make
sufficient organizational contribution. In other words, unless individual knowledge is
networked, shared, and transmitted through relationships, its benefit to the organization will
be limited. Therefore, employment, training, job design, and other human resource practices
of organizations should focus not only on maintaining their employees' functional or specific
technical skills and expertise, but also on improving their ability to network, cooperate, and
share (Subramaniam and Youndt, 2005). Organizations and managers should allocate more
resources to develop their human and social capital, and invest more in these types of capital,
whether tangible or intangible (Cabello-Medina, Lépez-Cabrales and Valle-Cabrera, 2011;
Ellinger et al., 2013; Soehari, Budiningsih, Aima and Assauri, 2017).

Public organizations have been trying to transfer private sector practices and experiences to
their own bodies for a long time. The approach called as new public management is the
dominant paradigm of today despite the debates. Public organizations also get their share of
modern developments, just like their private sector counterparts. In addition, considering the
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resource size and responsibilities used by public organizations, it is clear that they need to use
their existing capital more effectively and efficiently. For that reason, conducting the study in
a public institution is important in terms of guiding the study results to public institutions and
managers. Because the human resources policies of public institutions such as employment,
orientation, training, performance evaluation, personnel empowerment, career and wage
management should focus on constantly improving their human and social capital.

The most important limitation of the study is that it is a cross-sectional field study conducted
in the public sector. Therefore, it is not possible to generalize the obtained results to all public
organizations. In addition, only the situation regarding human and social capital was revealed,
and the factors affecting these types of capital were not included in the study. However, the
obtained results will be a guide for especially future studies on performance, human capital
and social capital in Turkish public administration.
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