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ABSTRACT 
 

Within two recent decades, the improvement of employees’ performance and as a result, increasing the 
organization productivity caused this topic to be considered by the researchers. In the extant paper, among the 
factors affecting the employees’ performance, intellectual capital has been raised. Therefore, for achieving the 
research objective, Bontis Theories were used. The data was collected by the researcher-made scale that its 
contextual validity was confirmed by the professors. Its reliability was confirmed by Cronbach’s alpha 
coefficient. 98 scales were collected and analyzed by SPSS software. Whereas the research type is correlative 
and the data normality was confirmed, Pierson’s correlation of coefficient and regression analysis was used. The 
results indicated that a positive and significant relationship between the intellectual capital and its aspects 
including human capital, structural capital and relational capital, and performance of employees involved in 
Economic Affairs & Finance Organization of Tehran Province. It means that upon investment in organization’s 
intellectual capital in human, structural and cognitive aspects, the improvement of organization employees’ 
performance is expected. 
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Introduction 
 

Financial The knowledge-based working 
environment requires an approach that includes the 
new organizational intangible assets such as 
knowledge and human resources’ competences, 
innovation, relations with customer, organizational 
culture, systems, organizational structure etc. In the 
meanwhile, intellectual capital theory has attracted 
the increasing attention of academic researchers and 
organizational involved persons to itself [2]. 

Intellectual capital is a type of valuable capital 
that is identified as the intangible asset of an 
organization [11]. The modern economy is based on 
the intellectual capital and its goods include the 
knowledge and information. Intangible resources 
include the factors except financial and physical 
assets that participate in making the value of a 
company and are under its control [4]. Edvinsson 
introduces two elements of intellectual capital 
including the human and structural capital that may 
be construed to whom work in the organization and 
what remains after their leaving [8]. 

Today, more than any other time, it is necessary 
to the organizations that by means of their intangible 

assets can differentiate themselves. Therefore, the 
intellectual capital like as the other capitals has 
prepared the suitable grounds for accessing the life 
opportunities and goals, and is deemed as one of the 
important resources of organizational and social 
success. In this study, the effect of intellectual capital 
(human, customer, structural) on the improvement of 
employees’ performance has been considered. 

 
2.  Previous Research: 

 
Intellectual capital provides a base for new 

resources through which the organization may 
compete [3]. Bontis [4] believes that the intellectual 
capital includes the effort for effective use of 
knowledge (finished product) in return of 
information (raw material). Intellectual capital is a 
term for combining the market’s intangible asset, 
intellectual asset, human asset and infrastructural 
asset that enables the organization for performing its 
activities [6]. As the viewpoint of Roosetal  [10] 
intellectual capital includes all processes and assets 
that usually is not shown in the balance sheet, also 
includes all intangible assets (such as trademarks, 
registration and operation right and brands) that are 
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applied in the modern accounting methods. In other 
word, intellectual capital means total knowledge of 
organization members plus application of their 
knowledge. Stewart [11] believes that the intellectual 
capital includes knowledge, information, intellectual 
asset and experience that may be useful for wealth 
creating. Intellectual capital is collective mental 
capability or key knowledge as a collection.  

Intellectual capital factors: In general, the 
researchers of intellectual capital reached consensus 
on its three factors including: 1-human capital, 2- 
structural capital and 3- relational capital which are 
discussed in details.   

Human capital: Human capital shows the 
knowledge inventory of an organization’s members 
[5]. Roosetal [9] also discuss that the employees 
make the intellectual capital through competence, 
attitude and intellectual agility. As well as, Brooking 
[6] believes that the human asset of an organization 
includes the skills, specialty, and capability of 
problem solving and leadership styles. Stewart [1] 
states that although in a learning organization, the 
employees are assumed as the most important asset, 
nonetheless they are not at the possession of 
organization, because still one discussable topic is 
that if the new knowledge made by the employees 
belongs to the organization or not? For instance, a 
software programmer of a company that compiles a 
program at home in the weekends, may the company 
still claim this program belong thereto? The human 
capital caused the organizations to much extent rely 
on knowledge and skills of employees for making 
income, growth and improvement of efficiency and 
productivity as well [12].      

Structural capital: Structural capital includes all 
nonhuman reserves of knowledge in organization 
that includes database, organizational charts, 
executive instructions of processes, strategies, 
executive plans and in general everything that its 
value for organization is more than its material value 
[10]. Clearly, Roosetal [9] believe that structural 
capital includes what remains in the company after 
that the employees go home at night. Brooking [6] 
states that the structural capital includes 
infrastructural assets such as technology, processes 
and procedures as well as intellectual assets such as 
knowhow, trademarks and registration and operation 
right. Furthermore, according to the theory of 
Stewart [11] structural capital includes the 
knowledge available in information technology, 
registration and operation fee, trade designs and 
marks. As the viewpoint of Bontis [4], if an 
organization has weak systems and procedures, the 
general intellectual capital will not reach to its 
maximum potential capability, whilst the 
organizations with the strong structural capital will 
have a protective culture that provides the individuals 
to take new actions, face the failure and learn. Also, 
Chen et al [7] believe that the structural capital may 

aid the support employees to realize the optimal 
intellectual performance and organization’s business 
performance, as well. The structural capital is a 
function of human capital. Therefore, structural 
capital and human capital help the organization 
through interaction with each other in order to form, 
develop and apply the customers’ capital 
coordinately.    

Relational capital: Stewart [11] explains that the 
main subject is customer capital, knowledge existing 
in the marketing channels and customer relationship. 
Customer capital shows the potential capability of an 
organization due to its external intangible factors. 
Also, Chen et al [7] classify the customer capital as 
marketing capability, market intensity and customer 
loyalty. Fournell [3], in his studies concluded that 
customers’ satisfaction may retain the business 
relationship, reduce the flexibility of product price 
and increase the company reputation. These studies 
provide further evidences on the importance of 
customer capital as a key element of general 
intellectual capital of an organization. The growth of 
customer capital is dependent to the protection of 
human capital and structural capital. In general, the 
customer capital that acts as a bridge and mediator in 
intellectual capital process is the main determinant in 
conversion of intellectual capital to the market value 
and consequently the organization’s business 
performance [7]. New concepts developed the 
concept of customer capital to relational capital that 
includes the knowledge available in all relationships 
that organization establishes with the customers, 
competitors, suppliers, business associations or 
government [2]. 

 
3.  Hypotheses: 

 
This study includes one main hypothesis and 

three secondary hypotheses as follows: 
Main hypothesis: There is a positive and 

significant relationship between intellectual capital 
and employees’ performance. 

Secondary hypothesis 1: There is a positive and 
significant relationship between human capital and 
employees’ performance.  

Secondary hypothesis 2: There is a positive and 
significant relationship between structural capital and 
employees’ performance.  

Secondary hypothesis 3: There is a positive and 
significant relationship between relational capital and 
employees’ performance.  

According to the theoretical fundamentals of this 
study which have been formed based on the Bontis 
theories on intellectual capital, the conceptual model 
of research has been designed showing the 
association between intellectual capital dimensions 
and employees’ performance. The hypotheses have 
been formulated based on this model.
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Fig. 1: Conceptual model of study 
 

Research Method: 
 
As respect to the objective, this study is an 

applied survey, because its results may be useful for 
the managers of Economic Affairs & Finance 
Organization of Tehran Province to access the 
information and make decision for solving the 
problems. Whereas the main objective is to identify 
the relationship between two variables of intellectual 
capital and employees’ performance, therefore the 
research type is correlative, and with respect to the 
data collection and hypothesis test is a descriptive 
study. The population consists of official and 
contractual employees of Economic Affairs & 
Finance Organization of Tehran Province equal to 98 
persons. The whole population has been considered 
as the statistical sample.    

In this study, two methods have been used for 
data collection: 1- To measure the employees’ 
performance, their annual evaluation score in 2011 
has been used; 2- to measure the intellectual capital, 
scale has been used. Researcher-made scale was 
designed based on Bontis factors. The scale includes 
24 items and Likert rating scale has been used for 
measurement. Validity of study’s scale is contextual 
and the respective indices which had been adjusted 
based on theoretical fundamentals were approved by 

some academic and organizational experts. Also, 
Cronbach’s alpha test has been used for verifying the 
scale reliability. For this purpose, 40 scales were 
distributed among members of population 
preliminarily and after collection and analysis by 
SPSS, the results indicated that the reliability has 
been estimated equal to 0.882 and because it is 
bigger than 0.7, it is concluded that the test has an 
acceptable reliability. 

To verify the normality of collected data, 
Kolmogorov-Smirnov test was used and data 
normality approved. Therefore, to test the 
hypotheses, parametric methods such as Pearson’s 
correlation test was used. 

 
5. Hypotheses Testing: 
 
5.1.Normality of obtained agents scores 
(Kolmogorov-Smirnov test): 

 
The summary of this test indicated that sig of 

intellectual capital and its factors is bigger than 0.05, 
thus intellectual capital and its factors have normal 
distribution. Hence, considering the normality of data 
distribution, parametric tests with higher accuracy 
have been used. 

  
Table 1: Summary of Kolmogorov-Smirnov test 

Factors  Significant value  Normality result  
Human capital  0.628 Normal  
Structural capital  0.196 Normal  
Relational capital  0.409 Normal  
Intellectual capital 0.707 Normal  

 
5.2. Main hypothesis: 
 

There is a positive and significant relationship 
between intellectual capital and employees’ 
performance.  

To investigate the correlation between 
intellectual capital and employees’ performance, 

Pearson’s correlation coefficient was used. In this 
study, this relationship was accepted and this 
correlation equals r=0.877. Therefore, as it is 
observed in table 2, there is a positive and significant 
association between intellectual capital and 
employees’ performance. 

 
Table 2: Summary of Pearson’s correlation test for main hypothesis 

 Pearson test  Relational capital 

Employees’ performance 
Correlation coefficient  0.877 
Sig  0.000 
Frequency 98 

 
 

UIntellectual 
capital 

Human capital 
Structural 

capital 
Relational 

capital 

Employees’ 
performance 
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5.2.1. Secondary hypothesis 1: 
 

There is a positive and significant relationship 
between human capital and employees’ performance. 

To investigate the correlation between human 
capital and employees’ performance, Pearson’s 

correlation coefficient was used. In this study, this 
relationship was accepted and this correlation equals 
r=0.860. Therefore, as it is observed in table 3, there 
is a positive and significant association between 
intellectual capital and employees’ performance.

 
Table 3: Summary of Pearson’s correlation test for secondary hypothesis 1 

 Pearson test  Human capital 

Employees’ performance 
Correlation coefficient  0.860 
Sig  0.000 
Frequency 98 

 
5.2.2. Secondary hypothesis 2: 
 

There is a positive and significant relationship 
between structural capital and employees’ 
performance. 

To investigate the correlation between human 
capital and employees’ performance, Pearson’s 

correlation coefficient was used. In this study, this 
relationship was accepted and this correlation equals 
r=0.911. Therefore, as it is observed in table 4, there 
is a positive and significant association between 
structural capital and employees’ performance.

 
Table 4: Summary of Pearson’s correlation test for secondary hypothesis 2 

 Pearson test  Structural capital 

Employees’ performance 
Correlation coefficient  0.911 
Sig  0.000 
Frequency 98 

 
5.2.3.Secondary hypothesis 3: 
 

There is a positive and significant relationship 
between relational capital and employees’ 
performance. 

To investigate the correlation between relational 
capital and employees’ performance, Pearson’s 

correlation coefficient was used. In this study, this 
relationship was accepted and this correlation equals 
r=0.860. Therefore, as it is observed in table 3, there 
is a positive and significant association between 
intellectual capital and employees’ performance.

 
Table 5: Summary of Pearson’s correlation test for secondary hypothesis 1 

 Pearson test  Relational capital 

Employees’ performance 
Correlation coefficient  0.877 
Sig  0.000 
Frequency 98 

 
5.3.Prioritization of intellectual capital factors: 
 

As it is observed in table 6, a significant 
relationship exists between mean of intellectual 

capital factors score of studied organization 
employees. According to the result of Friedman test, 
priority of intellectual capital priority is as follows: 
human, relational and structural. 

 
Table 6: Summary of intellectual capital factors mean score based on Friedman test 

Priority Intellectual capital factors Mean score  Friedman Degree of 
freedom Sig 

1 Human capital  2.5 
82.093 2 0.000 2 Relational capital  2.19 

3 Structural capital  1.31 
 
5.4.Path analysis of research model: 
 

In order to analyze the path of secondary 
hypotheses, regression analysis technique was used. 
In this technique, the direct effect of an independent 
variable on the dependent variable is analyzed by 
standard beta coefficient. Considering the results of 

regression analysis test (table 7), it may be concluded 
that in significance level 0.05, intellectual capital 
factors including human capital, structural capital 
and relational capital equal to 0.315, 0.419 and 0.396 
respectively have positive and significant effect on 
increasing the improvement of employees’ 
performance.
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Table 7: Summary of regression analysis test 
Intellectual capital factors  Sig  T Standard beta  
Relational capital  0.000 3.263 0.396 
Human capital  0.000 2.484 0.315 
Structural capital  0.000 3.109 0.419 

 
6. Discussion and conclusion: 

 
The summary of study indicated a significant 

and positive correlation between intellectual capital 
and employees’ performance and this correlation 
equals r=0.877. In this study, coefficient of 
correlation between structural capital and employees’ 
performance r=0.911 that shows a strong correlation 
between structure and performance of employees, 
because the group and hierarchic relations through 
strengthening the communication channels facilitate 
the group cooperation and decision making and cause 
the ease of data transfer that is associated with the 
employees’ performance. In this study, the 
coefficient of correlation between human capital and 
employees’ performance r=0.860 that shows the 
employees in the event of having the enough motive 
for continuous training and learning move towards 
their enabling and cause the improvement of 
performance. In this study, coefficient of correlation 
between relational capital and employees 
performance r=0.877, assuming that the increase in 
communication between employees increases the 
trust, honesty and satisfaction that own increases the 
performance. The other results of this study indicated 
that the intellectual capital factors respectively are as 
follows: human, relational and structural. This result 
shows that the organization has taken effort for 
human capital such as employees’ knowledge, skills 
and competences as well as for relational capital that 
explains the internal and external relations more than 
structural capital such as processes and procedures, 
organizational learning and information systems. In 
addition, the summary of this research indicated that 
the intellectual capital generally and each one of its 
factors including the human capital, structural capital 
and relational capital have also positive and 
significant effect on the performance of employees of 
Tehran Province’s Economics Affairs and Finance 
Organization. It means upon investment in 
organization’s intellectual capital in human, 
structural and cognitive factors, it is expected to 
improve the performance of organization employees. 
More clearly, intellectual capital as one of 
organization capabilities and assets may help the 
studied organization to promote the indices affecting 
the employees’ performance highly and provide 
productivity and sustainable development for the 
organization. Considering the explained results, the 
following recommendations are presented for the 
organization: 

1- Designing the framework for employees and 
managers competences’ including their knowledge, 
skills and capabilities and planning for their 
development based on the competences; 

2- Designing the employees’ excellent 
thoughts protection and persuasion system for their 
timely applying in the organization operational 
processes.  

3- Designing and establishing the human 
capital performance management process in 
organization. 

4- Strengthening the structural capital 
including structural corrections, processes correction, 
observing regulations, implementation of operational 
plans, strengthening the strategies, correction of 
infrastructures and improving the working 
procedures and organizations. 

5- Increasing the efficiency of human 
resources, company equipments and designing the 
persuasive system based thereon. 

6- Eliminating the cumbersome regulations 
and laws, superfluous procedures and complex and 
long hierarchy for reduction of superfluous 
bureaucratic level. 

7- Taking effort for establishing a protective 
culture through designing the persuasive and 
motivational systems to reinforce the creativity and 
innovation, learning and human resources 
development. 

8- Planning for improvement of internal and 
external communications. 
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