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Abstract: This research delves into the interconnections among human capital, human resource 
management (HRM), organizational success, and social capital within the banking sector of Saudi 
Arabia. An understanding of these dynamics is imperative due to the pivotal role played by the 
Saudi banking sector in the nation's economy. The study employed a dataset comprising 500 
meticulously crafted questionnaires distributed to employees in Saudi Arabian banks. Utilizing 
advanced statistical methods through SmartPLS, the data underwent rigorous analysis. The 
findings of the study reveal that human capital exerts a significant influence on both HRM and 
organizational success, underscoring the pivotal role of a proficient workforce in shaping 
organizational outcomes. The strategic importance of HRM emerges prominently as a critical 
determinant of organizational success. While the impact of social capital on organizational 
success is noteworthy, it manifests indirectly, despite limited empirical evidence supporting a 
direct influence of social capital on HRM. The field of HRM is widely acknowledged as a vital 
intermediary in the relationship between human capital and organizational success, emphasizing 
its pivotal role in translating human potential into tangible and measurable results. 
Nevertheless, the precise role of HRM in mediating the correlation between social capital and 
organizational success remains uncertain. This study makes a scholarly contribution to the 
extant literature on organizational management within the Saudi banking sector. The monograph 
suggests prospective directions for additional research, encompassing the scrutiny of causal 
relationships, contextual elements, and alternative mechanisms. Moreover, this investigation 
provides pragmatic implications designed to assist Saudi banks in refining their HRM practices 
and strategic decision-making processes, with careful attention to the unique local context. 
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1. Introduction 

In the present era, each organizational entity contends 
with competition within the dynamic landscape of 
contemporary business environments (Jahmani et al., 
2023), as none is immune to the perils inherent in 
uncertain and precarious business surroundings (Sazvar et 
al., 2021). This state of uncertainty can be ascribed to 
various factors, including heightened global competition, 
reduced longevity of products, amplified calls for 
diversification, workforce dynamics, and advancements in 
technology, among others (Alqaraleh et al., 2022; Naz & 
Bögenhold, 2020). In such a milieu, organizations 
endeavour to attain unprecedented outcomes through the 
establishment and perpetuation of a competitive 
advantage (Muhumed, 2018). Hence, organizations are 
compelled to exhibit efficiency in their operational and 
functional dimensions, particularly in the adept 
management of human resources, as a means to enhance 
overall performance and achieve success (Al-Rawashdeh et 
al., 2023; Jawabreh et al., 2023; Nawaiseh et al., 2021). 
The cornerstone of any organization lies in the adept and 
efficient management of HR, a prerequisite for attaining 
organizational success (Ahammad, 2017). HRM heightens 
organizational adaptability and awareness in response to 
present and future challenges through the provision and 
enhancement of essential human skills (Subramanian & 
Suresh, 2022). HRM assumes a pivotal role in the 
attainment of organizational objectives and success (AL-
Qudah et al., 2014). Efficient HRM has the potential to 
enhance the productivity of an organization's workforce, 
constituting a foundational element for organizational 
success (Jiang et al., 2017). 
In the Saudi Arabian context, the banking sector is 
experiencing rapid expansion, signifying a substantial 
contribution to the country's overall growth. Nevertheless, 
despite being the largest Islamic banking sector in terms of 
credit, the Saudi Arabian banking system remains 
comparatively modest both in terms of the number of 
institutions and its proportional share in the Gross 
Domestic Product (GDP) (Hassan et al., 2018). Al-Matari et 
al. (2022) suggest that the state is consistently exerting 
noteworthy efforts to foster awareness regarding 
governance and administration, aiming to bolster the 
growth of its banking sector. Given the substantial 
contribution of the banking sector to the nation's overall 
economy, this study is imperative for evaluating the 
organizational success of banks in the Kingdom of Saudi 
Arabia. Additionally, considering the sector's critical 
significance, there is an urgent need to investigate aspects 
that could potentially influence the performance of banks 
in the state. The emphasis of this study centres on the 
impact of HRM and its constituent elements on 
organizational success. 
A predominant portion of extant research has delved into 
the influence of HRM on organizational performance, 
yielding notable findings. Alshammari (2020) demonstrated 
that HRM substantially influences organizational culture 
and knowledge management capabilities, exhibiting a 
positive correlation with organizational performance. 
Jashari and Kutllovci (2020) affirm the constructive 
influence of HRM on organizational success, as effective 
HRM practices train and cultivate the potential of 
employees. Despite the extensive exploration of various 
dimensions of HRM in existing literature, a scarcity of 
studies has examined the nexus between HRM, social 
capital, and human capital. Additionally, no prior research 
has explored this relationship within the specific context 

of the Saudi banking sector. In light of these identified 
gaps, the present study endeavours to scrutinize the 
association between social capital and human capital with 
organizational success. Moreover, the study aims to 
investigate the mediating role of human resource 
management in the aforementioned relationships. 
Social capital encompasses the tangible or latent resources 
derived from possessing a persistent network of 
institutionalized, mutually acquainted, or recognized 
relationships (Uekusa et al., 2022). Social capital 
encompasses social connections or obligations, which can 
be formalized through institutional means such as a noble 
title or transformed into economic capital (Lawang et al., 
2023). In the investigation of the flow patterns between 
business units, (Gupta & Govindarajan, 2000) observed 
that the role of a unit as a provider or recipient of 
knowledge is contingent upon the context (Crane & 
Hartwell, 2019). Meanwhile, Lee et al. (2020) contended 
that it is contingent upon staffing practices. Conversely, 
human capital represents the aggregate skills held by the 
workforce of an organization. The allocation of resources 
to invest in human capital has demonstrated notable 
advantages, enhancing overall capital and contributing to 
heightened labour productivity and economic performance 
within companies (Yao et al., 2020). Moreover, HRM serves 
as an effective and strategic approach, establishing 
substantial foundations for the competitive advantages of 
an organization (Alzoubi et al., 2022). By examining the 
comprehensive patterns of relationships among these 
variables, one can gain insights into organizational 
outcomes (Gordon & Cleland, 2021). Hence, the present 
study investigates the impact of human and social capital 
on organizational success and explores whether these 
effects are mediated by HRM within the context of Saudi 
Arabia. This paper holds substantial implications for 
research scholars, banking sector practitioners, and 
policymakers. Theoretically, it enriches scholarly 
understanding, emphasizing aspects with potential to 
enhance organizational success. Additionally, it 
contributes to the literature by addressing identified gaps. 
For policymakers and practitioners, the study underscores 
the significance of social capital, human capital, and HRM 
in relation to organizational performance. Consequently, 
stakeholders can derive benefits from the study's findings 
for the effective implementation of these variables. 
In a systematic approach, the subsequent section of this 
research delves into extant literature on the subject. 
Based on the amassed evidence, hypotheses concerning 
the relationships among variables will be formulated in this 
section. Section three outlines the methodologies and 
techniques employed for data collection and analysis. The 
fourth section elucidates the findings of the study, while 
the ensuing section, section five, engages in a discussion 
of these results. Furthermore, the conclusion, 
implications, limitations, and suggestions for future 
research are expounded upon in this section. 

2. Literature Review 

2.1 Organizational Success 

Within the contemporary global economy, the proficiency 
and triumph of a nation are contingent upon the success of 
its organizations. The factors contributing to 
organizational success, nevertheless, remain incompletely 
comprehended, elucidating instances where individuals 
and organizations have faced failure despite conscientious 
execution of their responsibilities (Al tarawneh et al., 
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2023; Christensen & Bengtsson, 2021). Before striving 
toward success (Kanan et al., 2022; Kanan et al., 2023), an 
organization is required to initially delineate its 
conceptualization of success, articulate the strategies 
necessary for attaining that success, identify potential 
impediments that may arise in the pursuit of success, and 
devise strategies for their mitigation (Eggert et al., 2020). 
Hence, an organization is tasked with identifying the 
determinants of organizational success, characterized as 
the extent to which the organization, despite encountering 
obstacles, achieves its predefined objectives (Amegavi et 
al., 2017). Success denotes an organization's capacity to 
endure and operate effectively within a tumultuous 
business environment (Mungal & Sorenson, 2020). 
Execution of activities leading to the attainment of 
predetermined objectives lends an appearance of success 
to an organization (Saleh et al., 2023; Salhab et al., 2023). 

2.2 Human Capital 

Human capital constitutes a crucial strategic asset and a 
pivotal determinant of organizational success (Alzoubi et 
al., 2022). Organizations should prioritize the skills and 
competencies of their personnel to effectively execute 
their plans (Anwar & Abdullah, 2021). Being the most 
substantial manifestation of intellectual capital, human 
capital is linked to an individual's knowledge and 
experience (Hejazi et al., 2016). 
According to Ployhart et al. (2014), human capital 
constitutes a vital element within the framework of 
business operations, encompassing the skills, 
competencies, talents, and requisite attributes inherent in 
individuals, which are indispensable for the economic 
processes. It embodies the knowledge and expertise 
acquired by an employee through formal, informal, or 
structured learning. Enhancing human capital necessitates 
substantial investments in training, education, and 
upskilling, requiring dedicated time and financial resources 
from the organization (Lo & Stark, 2021). 

2.3 Social Capital 

Social capital pertains to an individual's capacity to derive 
advantages from their interpersonal connections, 
affiliations, and the broader social structure (Munyon et 
al., 2021). It is the attributes of norms, trust, and social 
networks that enable participants to collectively pursue 
shared objectives through cooperative efforts (Ramadan et 
al., 2017). Thus, social capital functions as a communal 
asset, fostering mutual trust, reciprocity, civic 
infrastructure, and adherence to social networks and 
norms. In the organizational context, social capital 
represents a resource manifested in its internal and 
external social relations (Al-Hosaini et al., 2023; Alananzeh 
et al., 2023; Hatamlah et al., 2023). It can be 
characterized as the social connections among individuals, 
from which norms of trustworthiness and reciprocity 
emanate among the participants in those relationships 
(Jawabreh et al., 2023; Nor et al., 2018). These 
relationships extend beyond the individual (micro) level 
and encompass the group (meso) and societal (macro) 
levels as well (Aksoy et al., 2019). 

2.4 Human Resources Management 

HRM constitutes a comprehensive concept encompassing 
all activities associated with the planning, administration, 
and oversight of employees, with the overarching aim of 
achieving a predefined set of organizational goals. 
According to Ziebell et al. (2019), HRM comprises a 
compendium of managerial strategies and decisions 

pertaining to policies and procedures related to human 
resources. Its primary objective is to assist the 
organization in attaining its goals, as well as those of 
individuals and society. Accordingly, HRM is delineated as 
the deliberate and judicious implementation of 
management decisions and actions aimed at the optimal 
deployment of a dedicated and skilled workforce, fostering 
organizational performance and objectives (Ren et al., 
2023). 
HRM activities are characterized as an interconnected 
framework with interdependent functions (Burke & Morley, 
2023). Aligned with this perspective is the introduction of 
a high-performance work system, which aims to incentivize 
and motivate employees to actively contribute to the 
achievement of organizational goals. This system is 
grounded in the belief that HRM strategies indirectly shape 
employee attitudes and behaviours, ultimately impacting 
their performance (Huy, 2023). 

2.5 Theoretical Background 

This study establishes the relationship between selected 
variables based on the Resource-Based View (RBV) theory, 
which posits that the possession and strategic deployment 
of resources enhance organizational capabilities and foster 
competitive advantage. The tenets of this theory 
underscore the significance of organizational factors in 
determining success. Accordingly, a firm can augment its 
competitive advantages and bolster the success of the 
organization (Kozlenkova et al., 2014). In contemporary 
discourse, RBV serves as a primary paradigm guiding 
organizational success by emphasizing the pivotal 
resources essential for the effective performance of an 
organization (Li, 2019). Aligned with the RBV, esteemed 
scholars posit that HRM strategies possess the capacity to 
propel the firm toward attaining a competitive advantage 
(Collins, 2021). In line with this perspective, the present 
study regards human capital and social capital as pivotal 
dimensions and seeks to investigate their relationship with 
organizational success. 

2.6 Hypotheses Development 

2.6.1 Human Capital and Organizational Success 

Empirical findings indicate that variables associated with 
human capital serve as positive determinants of 
organizational success; however, the magnitude of this 
effect and the specific manner in which they exert influence 
remain uncertain (Leonard & Lindsay, 2021). Gaps persist in 
the human capital literature, with many studies employing 
success indicators that are contextualized to specific 
industries, countries, and firm ages (Tuan, 2023). The 
majority of studies indicate that the impact of human 
capital on organizational success is moderately substantial 
(Anwar & Abdullah, 2021). Mohapatra and Patra (2017) 
identified a positive correlation between human capital and 
the performance of organizations within Odisha's (India) 
steel industries. Similar results were observed in Pakistan. 
Human capital was found to impact job satisfaction and the 
career trajectories of service employees across five cities in 
Punjab. These factors, in turn, contribute to the 
enhancement of organizational performance (Ali & Sharif 
Chaudhry, 2017). In Tunisia, the success of small and 
medium-sized enterprises (SMEs) is positively influenced by 
human capital (Ammar & Sami, 2016), which is similar to the 
findings of Fatoki (2011), who performed a study on South 
African SMEs. This outcome is derived from their survey of 
275 owner-managers of SMEs. It is, therefore, suggested 
that: 
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H1: Human capital is a positive determinant of 
organizational success. 

2.6.2 Social Capital and Organizational Success 

Angervall et al. (2018) employed the social capital 
framework to examine work groups within a Korean 
organization. They observed a moderate level of 
friendship density within work groups and a heightened 
level of friendship across work groups, both of which 
were associated with increased overall performance. In 
the context of U.S. land trusts, the diverse 
organizational partnerships, cooperation, and shared 
values among board members were found to be 
positively correlated with a high perceived level of 
success (Ruseva et al., 2016). Taştan et al. (2020) 
identified psychological and social capital as potential 
predictors of employee happiness in organizations 
across diverse sectors in Turkey. Likewise, within the 
Nigerian context, as posited by Akintimehin et al. 
(2019), social capital exerts a substantial influence on 
firm performance. It is, therefore, suggested that: 
H2: Social capital is a positive determinant of 
organizational success. 

2.6.3 Human Capital and HRM 

HR encapsulates the skills, knowledge, and awareness 
possessed by employees (Abu-Nahel et al., 2020).The HR of 
a service provider pertains to the expertise and skills 
possessed by the provider's employees. HRM research 
indicates that human capital, representing the intellectual 
capital of HRM service providers, and internal customers of 
HRM services are positively correlated with a heightened 
perception of HRM service value from the perspective of 
employees (Meijerink et al., 2016). 
The empirical investigation of the linkage between 
HRM and human capital has been a focal point of 
substantial research. Mirzaie et al. (2019) discovered 
that the implementation of strategic HRM practices can 
enhance the human capital of employees and the 
organizational capacity for knowledge creation in high-
tech enterprises. Several HRM practices can enhance 
employee creativity (Roumpi et al., 2020). A high-
performance work system holds the potential to 
enhance the well-being of employees and their 
capacity for work involvement (Miao & Cao, 2019). 
Therefore, it is posited that: 
H3: Human capital is a positive determinant of HRM. 

2.6.4 Social Capital and HRM 

Social capital, an integral facet of intellectual capital, 
constitutes a repository of knowledge resources 
inherent in, accessible through, and emanating from a 
network of internal and external relationships within 
an organization (Crocker, 2019). Distinguished from 
human capital, social capital extends beyond the 
individual employee, encapsulating the value inherent 
in all relationships established by both internal and 
external members of an organization (Ganguly et al., 
2019). Initially conceived as a concept in economics 
and political science, social capital has garnered 
significant attention in the realms of organizational 
and management studies (Kwon & Adler, 2014; 
Ramadan et al., 2017). HRM practices facilitate the 
cultivation of social capital among employees by 
enhancing their capacities, potential, and motivation 
to access the knowledge possessed by others 
(Buenechea-Elberdin et al., 2018). Organizational 
knowledge is accrued and cultivated through activities 

shaped by social interactions (Ganguly et al., 2019). In 
a knowledge-based firm, the typical configuration of 
knowledge is dispersed (Tsoukas, 1996); in this 
organizational context, the process of disseminating 
knowledge manifests as an interactive and intricate 
social interchange, characterized by collaboration 
among participants (Uyan & Sanal, 2022). Therefore, it 
is posited that: 
H4: Social capital is a positive determinant of HRM. 

2.6.5 HRM and Organizational Success 

A crucial determinant of organizational success resides in 
adept personnel administration. The attainment of 
organizational efficacy within a market-driven economy 
hinges upon the effective utilization of diverse resources, 
including financial, human, and material assets (Atmaja et 
al., 2023). Nevertheless, human resources management 
persists as the most challenging facet in the pursuit of 
organizational success (Doz, 2020). HRM practices can 
enhance employee skills and motivation, contributing to 
the realization of organizational goals through strategic 
innovation and technical proficiency. Empirical studies in 
HRM, concentrating on sizable organizations, substantiate 
key tenets of HRM theory (Ziebell et al., 2019). HRM, 
nonetheless, is not devoid of associated costs, and for 
smaller organizations, these costs may surpass the 
advantages. Therefore, it is posited that: 
H5: HRM is a positive determinant of organizational 
success. 

2.6.6 Mediating Effect of HRM Between Human Capital, 
Social Capital, and Organizational Success 

The establishment of an exceptionally productive 
workforce and a competitive organization is contingent 
upon the efficacy of HRM (Armstrong & Taylor, 2020). 
The globalization of markets and the escalating 
competitive landscape have bolstered the contention 
that HRM can evolve into a reservoir of enduring 
competitive advantage. This assertion, however, 
hinges upon the extent to which HRM policies and 
practices are harmoniously integrated with, or derived 
from, the overarching strategies and objectives of the 
organization (Zhao et al., 2021). The Human Resources 
professional should, therefore, direct their attention 
towards enhancing the organizational value of human 
capital and its capacity to achieve the strategic 
objectives of the organization (Appelbaum et al., 
2018). 
The human capital of an organization encompasses the 
competencies, skills, and knowledge acquired by its 
employees through educational attainment and work 
experience (Nieves & Quintana, 2018). Certain 
orientations in HRM practices can be employed to 
assess an organization's human capital. A meticulous 
recruitment and selection process facilitates the 
acquisition of adept candidates, while training and 
development practices contribute to the enhancement 
of the human capital level (Piwowar-Sulej, 2021). 
Likewise, the utilization of information technology (IT) 
can expose employees to diverse knowledge domains 
(Afolayan, 2019), thus improving human capital. 
Therefore, it is postulated that: 
H6: HRM is a significant mediator between human 
capital and organizational success. 
H7: HRM is a significant mediator between social capital 
and organizational success. 
The conceptual framework for this investigation is 
depicted in Figure 1. 
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Figure 1. Conceptual Model 
 

3. Research Methodology 

A research design constitutes the comprehensive strategy 
outlining the methods and procedures employed to address 
the research inquiries. The subsequent section delineates 
the design and methodologies pertaining to data collection 

3.1 Research Method 

This study utilizes a quantitative research method, which 
involves the collection and analysis of numerical data to 
facilitate predictions, identify patterns, and test causal 
relationships (Bhandhari, 2020). The objective of this study 
is to investigate the relationship among social capital, 
human capital, human resource management, and 
organizational success. Consistent with the quantitative 
methodology, a conceptual model is delineated in the 
literature review section, emphasizing the interplay among 
variables. To achieve this objective, an inductive approach 
is employed, wherein data is comprehensively examined 
and analysed for patterns to formulate a theory (Sirsilla, 
2023). This approach initiates with the observation and 
identification of patterns in data to formulate hypotheses. 
Consequently, hypotheses were developed for testing. The 
quantitative method is apt for this exploratory study, 
enabling the researcher to gather data from a substantial 
number of respondents. 

3.2 Data Collection Tools and Process 

Employing a quantitative method, this study employs the 
research instrument of a survey questionnaire. The survey 
involves the gathering of data from a cohort of individuals 
through the posing of inquiries and subsequent analysis of 
their responses (McCombos, 2019). Surveys constitute an 
efficacious tool, enhancing the capacity to gather data 
from a broader cohort. In conducting surveys, a targeted 
population is employed, denoting a specific group from 
which data is collected. The population under investigation 
comprises the banking sector in Saudi Arabia, with data 
sourced from employees within the chosen banks. 
Accordingly, the survey method is applied to amass primary 

data from a population encompassing bank managers and 
assistant managers from 12 selected banks in Saudi Arabia. 
Table 1 illustrates the population distribution by bank. The 
sample consists of 297 respondents (Sekaran & Bougie, 
2016) possessing expertise in the internal operations of 
their respective banks. 

Table 3.1: Banks in Saudi Arabia 

NO Name of Bank 

1 RIBL 
2 BJAZ 
3 SAIB 
4 BSFR 
5 SAB 
6 ANB 
7 ALRAJHI 
8 ALBILAD 
9 ALINMA 
10 SNB 
11 AMLAK 
12 SHL 

Source: Saudi Exchange (2023) 

The sample for this study was selected through the 
utilization of probability sampling technique, wherein the 
principle of randomization was employed in participant 
selection (Nikolopoulou, 2022). This method is effective as 
it ensures that each individual has an equal probability of 
being chosen. 

3.3 Data Analysis 

To analyse this study, descriptive and statistical tools were 
employed. Descriptive analysis was conducted using SPSS, 
while model assessment and estimation were performed 
using SmartPLS (Hair Jr et al., 2021). SPSS is deemed 
suitable for this study due to its capability to provide 
dependable results with minimized potential for errors. 
Furthermore, Structural Equation Modelling (SEM) was 
employed to assess the formulated hypotheses. Given that 
this study delves into not only the direct influence of 

Human capital 

Social capital 

Human resource 
management 

Organizational success 

H1 

H2 

H6 

H3 

H7 
H4 

H5 

H3 
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human capital and social capital on organizational success 
but also explores the mediating impact of HRM on this 
association, SEM facilitates the analysis of various types of 
associations among variables. 

4. Research Analysis 

The measuring model in this inquiry underwent meticulous 
examination through the use of SmartPLS software. The data, 
garnered from the dissemination of 500 structured 
questionnaires to employees in Saudi Arabian banks, 
underwent a rigorous and comprehensive analysis. The 
assessment instruments employed in this study adeptly 
captured the constructs of interest by combining established 

scales with items specifically tailored to the contextual 
nuances. The application of SmartPLS enabled the modelling 
and comprehension of intricate relationships among human 
capital, HRM, organizational success, and social capital by 
employing Structural Equation Modelling (SEM). The study 
seeks to bolster the reliability and validity of its findings 
through the use of this comprehensive technique, thus 
providing valuable insights into the dynamics within 
institutions in Saudi Arabia. Figure 2 in SmartPLS serves as a 
visual representation of the Measurement Model, and the 
following elucidation aims to provide a comprehensive 
understanding of it. Within the framework of this research, 
particular emphasis is placed on the model's capacity to assess 
latent factors with quantifiable outcomes. 

 
Figure 2: Measurement Model 
 
Table 4.1: The Construction’s Validity and Reliability 

 Alpha 
Cronbach's 

Composite 
reliability 
(rho_a) 

Composite 
reliability 
(rho_c) 

Average 
variance 
extracted 

(AVE) 

Human Capital 0.913 0.915 0.931 0.659 
Human 
Resource 
Management 

0.852 0.854 0.894 0.628 

Organizational 
Success 

0.876 0.883 0.906 0.616 

Social Capital 0.926 0.927 0.939 0.657 

Table 4.1 delineates the evaluation of the measuring 
instruments utilized in the study, considering their validity 
and reliability, along with the corresponding acceptance 
rates associated with each measurement scale. 
Cronbach's alpha is a statistical metric employed to assess 
the internal consistency of a set of items within a 
construct, indicating the degree to which they gauge the 
same underlying concept. Hair Jr et al. (2021) assert that 
a Cronbach's alpha coefficient of 0.70 is deemed 
satisfactory. The Table 4.1 furnishes Cronbach's alpha 

values for all constructs. The recorded values, ranging 
from 0.852 to 0.926, surpass the established threshold of 
0.70, signifying a noteworthy level of internal consistency. 
Composite reliability serves as an additional gauge of 
internal consistency reliability, and its reliability is 
considered sound when values exceed 0.70, as 
demonstrated by Hair Jr et al. (2021). Table 4.2 
encompasses a spectrum of rho_a and rho_c values ranging 
from 0.854 to 0.939. Significantly, all of these values 
surpass the predefined acceptable threshold, thereby 
affirming the accuracy and reliability of the measurement 
instruments. 
The quantification of the percentage of variation 
attributed to constructs in comparison to measurement 
error is conducted through the average variance extracted 
(AVE). Generally, AVE values deemed acceptable typically 
surpass 0.50 (Hair et al., 2019). The AVE values, as 
presented in Table 4.2, demonstrate a spectrum ranging 
approximately from 0.616 to 0.659. Remarkably, all of 
these values surpass the established acceptable threshold, 
indicating a proficient representation of the intended 
structures. 
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Table 4.2: Items' Outer Loadings 
 Human Capital (HC) Human Resource Management (HRM) Organizational Success (OS) Social Capital (SC) 

HC1 0.847    

HC2 0.781    

HC3 0.808    

HC4 0.827    

HC5 0.863    

HC6 0.800    

HC7 0.749    

HRM1  0.804   

HRM2  0.778   

HRM3  0.786   

HRM4  0.812   

HRM5  0.783   

OS1   0.748  

OS2   0.758  

OS3   0.763  

OS4   0.841  

OS5   0.811  

OS6   0.785  

SC1    0.788 
SC2    0.827 
SC3    0.796 
SC4    0.826 
SC5    0.826 
SC6    0.824 
SC7    0.806 
SC8    0.791 

Table 4.2 presents the outer loadings pertaining to 
assessment questions associated with the constructs of 
human capital, HRM, organizational success, and social 
capital. These loadings delineate the magnitude of the 
connection between each item and its respective construct. 
The outer loadings of evaluation items meet or exceed the 
requisite threshold of 0.7 for all constructs, encompassing 
human capital, HRM, organizational success, and social 
capital, as per the recommendations by Hair Jr et al. 
(2021). This signifies that each measurement item 
effectively captures and represents its respective concept 
in a reliable manner. 

Table 4.3: Criteria Fornell-Larcker 

 Human 
Capital 

Human Resource 
Management 

Organization
al Success 

Social 
Capital 

Human Capital 0.812    

Human Resource 
Management 

0.580 0.793   

Organizational 
Success 

0.601 0.581 0.785  

Social Capital 0.646 0.423 0.533 0.811 

Table 4.3 displays the Fornell-Larcker Criteria, a 
correlation matrix analysing the interconnections among 
four constructs: human capital, HRM, organizational 
success, and social capital. The coefficients in the table 
offer insights into the strength and direction of these 
relationships. Human capital exhibits a robust positive 
correlation with itself (r = 0.812), indicating that 
improvements in human capital are closely linked to 
corresponding advancements in human capital. 
Furthermore, the table discloses noteworthy positive 
correlations of moderate to substantial magnitude 
between specific constructs, particularly HRM and 
organizational success (0.793). This implies a discernible 
relationship between advancements in HRM and 
heightened organizational success. Correlations with lesser 
values, exemplified by the observed correlation between 
social capital and HRM (0.423), signify relatively weaker 
associations. The table 4.3 offers valuable insights into the 

dynamics among different components, assisting 
researchers in understanding their relationships within the 
study context. 

4.1 Structural Model Analysis 

The structural model analysis illustrated in Figure 3 
constitutes a pivotal component of our investigation. This 
analytical approach, prevalent in the Saudi banking sector, 
serves to discern and quantify the interrelations among the 
four principal variables: human capital, HRM, 
organizational success, and social capital. Structural model 
analysis (SMA) is a common application of Structural 
Equation Modelling (SEM), serving as a statistical method 
for scrutinizing and quantifying the relationships between 
latent variables or constructs. Within this framework, an 
exploration of the interactions among human capital, HRM, 
organizational success, and social capital within Saudi 
Arabian banks is undertaken. Path analysis is employed to 
visually illustrate the magnitudes and directions of these 
interrelationships. The graphical representation in Figure 
3 elucidates the direct influences of one factor on another 
and their respective magnitudes. Employing this 
methodology enhances our understanding of the dynamics 
within the Saudi banking sector, thereby contributing to 
the attainment of our broader research objectives. 

 
Figure 3: Structural Model Analysis 
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Table 4.4: Path Coefficient Calculations 

 Original 
Sample 
mean 

Standard 
deviation 

T value P-value 

Human capital is a positive 
determinant of HRM. 

0.527 0.527 0.072 7.338 0.000 

Human capital is a positive 
determinant of 
organizational success. 

0.265 0.254 0.102 2.598 0.009 

HRM is a positive 
determinant of 
organizational success. 

0.333 0.352 0.113 2.950 0.003 

Social capital is a positive 
determinant of HRM. 

0.082 0.084 0.081 1.012 0.312 

Social capital is a positive 
determinant of 
organizational success. 

0.221 0.213 0.079 2.791 0.005 

HRM is a significant 
mediator between human 
capital and organizational 
success. 

0.176 0.190 0.078 2.249 0.025 

HRM is a significant 
mediator between social 
capital and organizational 
success. 

0.027 0.034 0.036 0.756 0.450 

The examination of path coefficients for a series of 
hypotheses (H1 to H7) in Table 4.4 elucidates the complex 
interplay among significant elements. The subsequent 
noteworthy findings offer insights into the significance and 
extent of these connections. 
The outcomes of the analysis unveiled a statistically 
significant positive correlation (path coefficient = 0.265, p 
= 0.009) between human capital and organizational 
success. This observation indicates that human capital 
plays a pivotal role in enhancing an organization's overall 
performance and accomplishments. A conspicuous positive 
correlation (path coefficient = 0.221, p = 0.005) is evident 
between social capital and organizational success, 
indicating that heightened levels of social capital are 
associated with improved organizational success. The 
research results reveal a statistically significant and 
positive correlation (path coefficient = 0.527, p < 0.001) 
between human capital and HRM, implying that an increase 
in human capital corresponds to a parallel increase in HRM. 
The research outcomes reveal a lack of statistically 
significant association between social capital and HRM, as 
indicated by a path coefficient of 0.082 and a p-value of 
0.312. These findings imply insufficient evidence to 
substantiate the proposition that social capital exerts a 
direct beneficial influence on HRM. Conversely, the 
research findings indicate a statistically significant positive 
correlation (path coefficient = 0.333, p = 0.003) between 
HRM and organizational success. This underscores the 
pivotal role of HRM in facilitating the attainment of 
organizational success. The mediating role of HRM in the 
association between human capital and organizational 
performance is substantiated by empirical evidence, as 
reflected in a path coefficient of 0.176 and a p-value of 
0.025. These results emphasize the significance of HRM in 
facilitating the favourable influence of human capital on 
an organization's overall performance. 
According to the research findings, HRM may not exert a 
substantial mediating role in the connection between 
social capital and organizational success. The path 
coefficient for this relationship was identified as 0.027, 
with a p-value of 0.450. 

Table 4.5: The R-Squared 

 R-
squared 

R-squared 
adjusted 

Human Resource 
Management 

0.341 0.336 

Organizational Success 0.471 0.465 

Table 4.5 provides the R-squared and corrected R-squared 
values within the domain of HRM. The R-squared (R2) value 
for HRM, as indicated in Table 4.5, is 0.341. This outcome 
suggests that the independent variables in the model can 
explain approximately 34.1% of the observed variability in 
the HRM domain. Additionally, the adjusted R-squared 
value for the HRM domain is computed as 0.336. The 
adjusted R-squared metric considers the model's 
complexity and penalizes the inclusion of unnecessary 
variables. In this context, the model's simplicity indicates 
its capability to explain around 33.6% of the observed 
variance. 
The R-squared value for organizational success stands at 
0.471, signifying that the independent factors incorporated 
in the model elucidate approximately 47.1% of the 
observed variance in organizational success. The adjusted 
R-squared coefficient for the variable "organizational 
success" is computed as 0.465. This adjusted metric, 
slightly lower than the R-squared value, considers the 
intricacy of the model, indicating that 46.5% of the 
variability is explicated while preserving model parsimony. 

5. Discussion 

This research aimed to evaluate the interconnections 
among human capital, HRM, organizational success, and 
social capital within organizational contexts, specifically 
focusing on banks in Saudi Arabia. The study yielded 
notable findings, highlighting human capital as a significant 
and positive predictor of both HRM and organizational 
success, emphasizing the pivotal role of a knowledgeable 
and skilled workforce in influencing organizational 
outcomes. 
The initial hypothesis posited in this study asserts that 
human capital exerts a positive and statistically significant 
influence on organizational success. In light of the findings, 
this hypothesis is validated, suggesting that effective 
human capital positively affects organizational structure 
and productivity, establishing a direct association with 
organizational success. Consequently, proficient human 
capital emerges as a means to augment organizational 
success. These findings find corroboration in previous 
research, as evidenced by Fonseca et al. (2019) who 
emphasize the critical role of high-skilled human capital in 
the innovation process within a firm, thereby influencing 
the overall success of an organization.. Dhar (2019) further 
assert that intellectual capital, encompassing efficient 
human capital, exerts a direct influence on organizational 
performance and success. Consequently, the discerned 
positive impact of human capital on organizational success 
is substantiated. 
The second hypothesis posited in this study asserts that 
social capital has a positive and statistically significant 
impact on organizational success. The empirical results 
confirm the acceptance of this hypothesis, indicating that 
a set of shared values and resources enhances the 
performance and productivity of the firm, ultimately 
leading to organizational success. Consequently, social 
capital plays a pivotal role in the achievement of 
organizational success. These findings align with previous 
research, as evidenced by Imhanrenialena et al. (2022) and 
Swanson et al. (2020) who underscore the positive 
influence of social capital and advocate for organizations 
to enhance their work culture to foster social capital and 
its impact on career success. 
The third hypothesis articulated in this study posits that 
human capital serves as a positive determinant of HRM. 
The empirical outcomes affirm the acceptance of this 
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hypothesis, suggesting that human capital contributes to 
a sustained impact on HRM, underscoring its substantial 
and meaningful influence. Consistent with the existing 
literature, the majority of studies support these 
findings. For instance, Roumpi et al. (2020) emphasize 
the significance of contextual factors, including 
organizational structure, legal environment, and human 
capital, as noteworthy determinants of HRM.. Likewise, 
Alomari (2020) suggests a substantial and positive 
connection between human capital and strategic HRM. 
Consequently, the observed results of this study, along 
with the validation from prior empirical studies, 
underscore the notable association between human 
capital and HRM. 
The fourth hypothesis posited in this study asserts that 
social capital serves as a noteworthy determinant of 
HRM. However, based on the empirical results, this 
hypothesis is not supported. While the research does not 
yield conclusive evidence regarding the direct impact of 
social capital on HRM, it is notable that social capital 
plays a significant role in attaining organizational 
success, implying an indirect influence. The outcomes 
of this study lack corroboration from previous research, 
as Singh et al. (2021) discovered that social capital 
enhances the efficacy of knowledge-based HRM 
practices, establishing itself as a crucial factor. 
Likewise, Imhanrenialena et al. (2022) and Swanson et 
al. (2020) Additionally, they indicate a positive impact 
of social capital. The variance between the outcomes of 
this study and prior evidence may be attributable to 
potential data inaccuracies. The fifth hypothesis posited 
in this study suggests that HRM serves as a significant 
determinant of organizational success. Based on the 
empirical results, this hypothesis is substantiated. This 
implies that effective HRM is instrumental in assisting 
the organization in attaining its objectives and plays a 
pivotal role in its success. The outcomes of this study 
find support in the work of Halid et al. (2020) which 
suggests that HRM, particularly digital HRM in modern 
contexts, transforms HR practices and contributes to the 
success of the organization. Additionally, Otoo (2019) 
indicates that HRM significantly influences the 
performance and success of an organization by playing 
a substantial role in enhancing employee competencies. 
Consequently, the conspicuous association between HRM 
and organizational performance is emphasized. 
The sixth hypothesis in this study asserts that HRM serves 
as a significant mediating factor between human capital 
and organizational success. The findings substantiate this 
hypothesis, emphasizing the crucial role of HRM in 
mediating the relationship between human capital and 
organizational success, thereby underscoring its 
importance in translating human potential into tangible 
accomplishments within an organization. Rasool et al. 
(2019), corroborate the findings of this study, affirming 
that HRM positively contributes to sustainable 
organizational performance by enhancing knowledge, 
organizational culture, and skills. Consequently, HRM 
strengthens the connection between human capital and 
organizational success. 
The seventh hypothesis in this study posits that HRM 
plays a substantial mediating role in the relationship 
between social capital and organizational success. 
However, based on the results, this hypothesis is not 
supported. Given the absence of existing studies 
exploring this connection, further investigation is 
warranted, as the role of HRM in moderating the 
correlation between social capital and organizational 
success remains inconclusive. 

5.1 Conclusion 

This research aimed to explore the interrelationships 
among human capital, social capital, HRM, and 
organizational success. The study revealed the substantial 
influence of human capital on HRM, while no significant 
connection was observed between social capital and HRM. 
Regarding organizational success, significant associations 
were identified with human capital, social capital, and 
HRM. Furthermore, HRM played a significant mediating role 
between human capital and organizational success, but its 
mediating role in the relationship between social capital 
and organizational success was not established. These 
findings hold meaningful implications for practitioners in 
the banking sector, researchers, and policymakers. 

5.2 Implications of the Study 

Theoretical Implications 

This study contributes to the literature on critical 
determinants of organizational success, a pertinent 
consideration in the escalating competition among 
organizations. Its relevance lies in addressing identified 
gaps by examining the impact of social capital, human 
capital, and HRM within the distinctive context of Saudi 
Arabia's banking sector, thereby making a novel 
contribution to existing literature. The significant findings 
not only address gaps but also prompt scholars to explore 
these aspects in alternative dimensions. Furthermore, the 
study extends the theoretical underpinnings of the RBV 
theory by incorporating social and human capital, thereby 
expanding the application of the theory. 

Practical Implications 

Practically, this study holds substantial implications, 
particularly for stakeholders in the Saudi banking sector. 
The results underscore the relevance of human capital and 
HRM for practitioners. Additionally, policymakers can 
leverage these findings to formulate policies addressing 
highlighted aspects, thereby fostering enhanced 
performance and success in the banking sector. While the 
study is contextualized within Saudi Arabia, its findings 
bear relevance to banking sectors in other states. 

5.3 Limitations and Potential Recommendations 

The research carried out within the confines of Saudi 
Arabian banks provides valuable insights and acts as a 
stimulus for subsequent investigations. It is imperative for 
researchers to scrutinize the causal relationships among 
the fundamental components within Saudi Arabian 
institutions, as well as the temporal fluctuations in these 
dynamics. Nonetheless, this study acknowledges notable 
limitations that can serve as a foundation for future 
research endeavours. 
Contextual Exploration: This study is constrained by its 
contextual scope, focusing solely on the banking sector in 
Saudi Arabia. Subsequent research endeavours may extend 
their investigations to appraise the impact of the identified 
variables in alternative contexts. Furthermore, given the 
distinctive attributes characterizing banks in Saudi Arabia, 
future studies are encouraged to delve into the impact of 
specific contextual factors and regional idiosyncrasies on 
the examined connections. This ensures the relevance of 
the study to the intricacies of this particular business 
environment. 



10 
Weam Tunsi 

Investigate Alternative Mediators: This study faced 
limitations in its variable selection. Nevertheless, a more 
comprehensive understanding of the intricate dynamics 
involved in the relationship between social capital and 
organizational success can be achieved by exploring 
alternative mediators or moderators such as organizational 
culture and leadership. 
Methodological limit. To assess the organizational success of 
Saudi Arabia's banking sector, a quantitative methodology was 
employed, influencing the reliability of the findings. 
Subsequent research endeavours may consider employing 
alternative methods, such as interview-based qualitative 
studies, to delve more deeply into the respective aspect and 
enhance the richness of exploration. 

References 

Abu-Nahel, Z. O., Alagha, W. H., Al Shobaki, M. J., Abu-Naser, S. 
S., & El Talla, S. A. (2020). Human resource flexibility 
and its relationship to improving the quality of services. 
International Journal of Information Systems 
Research (IJAISR), 4(8), 23-44. Retrieved from 
https://www.academia.edu/download/76987216/IJAI
SR200805.pdf 

Afolayan, O. T. (2019). Reducing unemployment malaise in 
Nigeria: The role of electricity consumption and 
human capital development. International 
Journal of Energy Economics and Policy, 9(4), 63-
73. doi: https://doi.org/10.32479/ijeep.7590 

Ahammad, T. (2017). Personnel management to human resource 
management (HRM): How HRM functions. Journal of 
Modern Accounting and Auditing, 13(9), 412-420. doi: 
https://doi,org/10.17265/1548-6583/2017.09.004 

Akintimehin, O. O., Eniola, A. A., Alabi, O. J., Eluyela, D. 
F., Okere, W., & Ozordi, E. (2019). Social capital 
and its effect on business performance in the 
Nigeria informal sector. Heliyon, 5(7).  

Aksoy, L., Alkire, L., Choi, S., Kim, P. B., & Zhang, L. 
(2019). Social innovation in service: a conceptual 
framework and research agenda. Journal of 
Service Management, 30(3), 429-448. doi: 
https://doi.org/10.1108/JOSM-11-2018-0376 

Al-Hosaini, F. F., Ali, B. J., Baadhem, A. M., Jawabreh, O., 
Atta, A. A. B., & Ali, A. (2023). The Impact of the 
Balanced Scorecard (BSC) Non-Financial Perspectives 
on the Financial Performance of Private Universities. 
Information Sciences Letters, 12(9), 2903-2913. doi: 
http://dx.doi.org/10.18576/isl/120901 

Al-Matari, E. M., Mgammal, M. H., Alosaimi, M. H., Alruwaili, T. 
F., & Al-Bogami, S. (2022). Fintech, board of directors 
and corporate performance in Saudi Arabia financial 
sector: Empirical study. Sustainability, 14(17), 10750. 
doi: https://doi.org/10.3390/su141710750 

AL-Qudah, M. K. M., Osman, A., & Ali, B. J. A. R. (2014). 
Effect of human resource polarization, training 
and development, and human resource 
stimulation on the strategic planning of human 
resources: evidence from the Government 
Ministry in Jordan. Advances in Environmental 
Biology, 8(9), 675-679. Retrieved from 
https://go.gale.com/ps/i.do?id=GALE%7CA392176426 

Al-Rawashdeh, O. M., Jawabreh, O., & Ali, B. (2023). 
Supply Chain Management and Organizational 
Performance: The Moderating Effect of Supply 
Chain Complexity. Information Sciences 
Letters, 12(3), 1673-1684. Retrieved from 
https://www.naturalspublishing.com/download.
asp?ArtcID=26363 

Al tarawneh, E., Alqaraleh, M. H., Ali, B., & Bani Atta, A. 
(2023). The impact of the efficiency and effectiveness 
of electronic accounting information systems on the 
quality of accounting information. Information 
Sciences Letters, 13(3), 1685-1692. doi: 
http://dx.doi.org/10.18576/isl/120352 

Alananzeh, O. A., Almuhaisen, F., Jawabreh, O., Fahmawee, 
E., Ali, B., & Ali, A. (2023). The Impact of Job 
Stability, Work Environment, Administration, Salary 
and Incentives, Functional Justice, and Employee 
Expectation on the Security Staff’s Desire to Continue 
Working at the Hotel. Journal of Statistics 
Applications & Probability, 12(2), 425-439. doi: 
http://dx.doi.org/10.18576/jsap/120209 

Ali, H., & Sharif Chaudhry, I. (2017). Effect of human capital on 
organization performance: An analysis from service sector 
of Punjab, Pakistan. European Online Journal of Natural 
and Social Sciences, 6(3), pp. 475-481. Retrieved from 
https://european-science.com/eojnss/article/view/5127 

Alomari, Z. (2020). Does human capital moderate the 
relationship between strategic thinking and 
strategic human resource management? 
Management Science Letters, 10(3), 565-574. doi: 
http://dx.doi.org/10.5267/j.msl.2019.9.024 

Alqaraleh, M. H., Almari, M. O. S., Ali, B., & Oudat, M. S. (2022). 
The mediating role of organizational culture on the 
relationship between information technology and 
internal audit effectiveness. Corporate Governance 
and Organizational Behavior Review, 6(1), 8-18. doi: 
https://doi.org/10.22495/cgobrv6i1p1 

Alshammari, A. A. (2020). The impact of human resource 
management practices, organizational learning, 
organizational culture and knowledge management 
capabilities on organizational performance in Saudi 
organizations: a conceptual framework. Revista Argentina 
de Clínica Psicológica, 29(4), 714-721. Retrieved from 
https://revistaclinicapsicologica.com/data-
cms/articles/20201004054927pmSSCI-219.pdf 

Alzoubi, H., Ghazal, T., Sahawneh, N., & Al-kassem, A. 
(2022). Fuzzy assisted human resource 
management for supply chain management issues. 
Annals of Operations Research, 326(1), 137-138. 
doi: https://doi.org/10.1007/s10479-021-04472-8 

Amegavi, G. B., Aduo-adjei, K., & Owusu, R. (2017). Overcoming the 
Hurdles of Intra-organizational Information Sharing in E-
government Implementation in Ghana. Journal of 
Information Technology Management, 28(4), 31-41. 
Retrieved from http://jitm.ubalt.edu/XXVIII-4/article3.pdf 

Ammar, S., & Sami, B. (2016). Impacts of human capital on 
the success of small and medium size business in 
Tunisia. Global Journal of Research in Business & 
Management Vol, 4(2), 254-268. Retrieved from 
https://www.researchgate.net/profile/Ammar-
Samout/publication/357367503 

Angervall, P., Gustafsson, J., & Silfver, E. (2018). Academic career: 
on institutions, social capital and gender. Higher 
Education Research & Development, 37(6), 1095-1108. 
doi: https://doi.org/10.1080/07294360.2018.1477743 

Anwar, G., & Abdullah, N. N. (2021). The impact of Human 
resource management practice on Organizational 
performance. International journal of Engineering, 
Business and Management (IJEBM), 5(1), 35-47. doi: 
https://dx.daoi.org/10.22161/ijebm.5.1.4 

Appelbaum, S. H., Oulbacha, Z., & Shapiro, B. T. (2018). 
Enhancing Organizational Performance: The 
Mediating Role of Human Resource Management. 
International Journal of Business and Applied 
Social Science (IJBASS), 4(9), 109-122. Retrieved 
from https://ssrn.com/abstract=3261131 

https://www.academia.edu/download/76987216/IJAISR200805.pdf
https://www.academia.edu/download/76987216/IJAISR200805.pdf
https://doi.org/10.32479/ijeep.7590
https://doi,org/10.17265/1548-6583/2017.09.004
https://doi.org/10.1108/JOSM-11-2018-0376
http://dx.doi.org/10.18576/isl/120901
https://doi.org/10.3390/su141710750
https://go.gale.com/ps/i.do?id=GALE%7CA392176426
https://www.naturalspublishing.com/download.asp?ArtcID=26363
https://www.naturalspublishing.com/download.asp?ArtcID=26363
http://dx.doi.org/10.18576/isl/120352
http://dx.doi.org/10.18576/jsap/120209
https://european-science.com/eojnss/article/view/5127
http://dx.doi.org/10.5267/j.msl.2019.9.024
https://doi.org/10.22495/cgobrv6i1p1
https://revistaclinicapsicologica.com/data-cms/articles/20201004054927pmSSCI-219.pdf
https://revistaclinicapsicologica.com/data-cms/articles/20201004054927pmSSCI-219.pdf
https://doi.org/10.1007/s10479-021-04472-8
http://jitm.ubalt.edu/XXVIII-4/article3.pdf
https://www.researchgate.net/profile/Ammar-Samout/publication/357367503
https://www.researchgate.net/profile/Ammar-Samout/publication/357367503
https://doi.org/10.1080/07294360.2018.1477743
https://dx.daoi.org/10.22161/ijebm.5.1.4
https://ssrn.com/abstract=3261131


Evaluating the Effect of Human Resource Management on the Relationship Between Human Capital and Social Capital… 
11 

Armstrong, M., & Taylor, S. (2020). Armstrong's handbook of human 
resource management practice. Kogan Page Publishers. 
Retrieved from https://www.koganpage.com/hr-
learning-development/armstrong-s-handbook-of-human-
resource-management-practice-9781398606630 

Atmaja, D. S., Zaroni, A. N., & Yusuf, M. (2023). Actualization 
Of Performance Management Models For The 
Development Of Human Resources Quality, Economic 
Potential, And Financial Governance Policy In 
Indonesia Ministry Of Education. Multicultural 
Education, 9(01), 1-15. Retrieved from 
https://mccaddogap.com/ojs/index.php/me/article
/view/92 

Bhandhari, P. (2020). What Is Quantitative Research? | 
Definition, Uses & Methods. Scribbr. Retrieved from 
https://www.scribbr.com/methodology/quantitati
ve-research/ 

Buenechea-Elberdin, M., Sáenz, J., & Kianto, A. (2018). 
Knowledge management strategies, intellectual 
capital, and innovation performance: a comparison 
between high-and low-tech firms. Journal of 
Knowledge Management, 22(8), 1757-1781. doi: 
https://doi.org/10.1108/JKM-04-2017-0150 

Burke, C. M., & Morley, M. J. (2023). Toward a non‐organizational 
theory of human resource management? A complex 
adaptive systems perspective on the human resource 
management ecosystem in (con) temporary organizing. 
Human Resource Management, 62(1), 31-53. doi: 
https://doi.org/10.1002/hrm.22132 

Christensen, G., & Bengtsson, A. (2021). Key success factors for 
turning a high technology startup into a commercial 
success: A case study of a semiconductor startup 
(Doctoral Dissertation, Lund University). Retrieved from 
https://lup.lub.lu.se/student-
papers/record/9058613/file/9058647.pdf 

Collins, C. J. (2021). Expanding the resource based view 
model of strategic human resource management. 
The International Journal of Human 
Resource Management, 32(2), 331-358. doi: 
https://doi.org/10.1080/09585192.2019.1711442 

Crane, B., & Hartwell, C. J. (2019). Global talent 
management: A life cycle view of the interaction 
between human and social capital. Journal 
of World Business, 54(2), 82-92. doi: 
https://doi.org/10.1016/j.jwb.2018.11.002 

Crocker, A. (2019). Social capital and human capital co-
emergence: A socialized view of emergent human 
capital resources. In Handbook of research on strategic 
human capital resources (pp. 215-235). Elgar Online. doi: 
https://doi.org/10.4337/9781788116695.00024 

Dhar, B. K. (2019). The impact of intellectual capital on organizational 
performance in the banking sector of Bangladesh (Doctoral 
Dissertation, Universiti Sains Islam Malaysia). Retrieved from 
https://oarep.usim.edu.my/jspui/handle/123456789/8278 

Doz, Y. (2020). Fostering strategic agility: How individual 
executives and human resource practices contribute. 
Human Resource Management Review, 30(1), 100693. 
doi: https://doi.org/10.1016/j.hrmr.2019.100693 

Eggert, A., Ulaga, W., & Gehring, A. (2020). Managing 
customer success in business markets: Conceptual 
foundation and practical application. SMR-
Journal of Service Management Research, 4(2-3), 
121-132. Retrieved from https://www.nomos-
elibrary.de/10.15358/2511-8676-2020-2-3-121.pdf 

Fatoki, O. O. (2011). The impact of human, social and 
financial capital on the performance of small and 
medium-sized enterprises (SMEs) in South Africa. 
Journal of Social Sciences, 29(3), 193-204. doi: 
https://doi.org/10.1080/09718923.2011.11892970 

Fonseca, T., de Faria, P., & Lima, F. (2019). Human capital and 
innovation: the importance of the optimal organizational 
task structure. Research Policy, 48(3), 616-627. doi: 
https://doi.org/10.1016/j.respol.2018.10.010 

Ganguly, A., Talukdar, A., & Chatterjee, D. (2019). Evaluating 
the role of social capital, tacit knowledge sharing, 
knowledge quality and reciprocity in determining 
innovation capability of an organization. Journal of 
Knowledge Management, 23(6), 1105-1135. doi: 
https://doi.org/10.1108/JKM-03-2018-0190 

Gordon, L., & Cleland, J. A. (2021). Change is never easy: How 
management theories can help operationalise change 
in medical education. Medical Education, 55(1), 55-64. 
doi: https://doi.org/10.1111/medu.14297 

Gupta, A. K., & Govindarajan, V. (2000). Knowledge flows 
within multinational corporations. Strategic 
management journal, 21(4), 473-496.  

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). 
When to use and how to report the results of PLS-SEM. 
European Business Review, 31(1), 2-24. doi: 
https://doi.org/10.1108/EBR-11-2018-0203 

Hair Jr, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., 
Danks, N. P., & Ray, S. (2021). Partial least 
squares structural equation modeling (PLS-SEM) 
using R: A workbook. Springer Nature. doi: 
https://doi.org/10.1007/978-3-030-80519-7 

Halid, H., Yusoff, Y. M., & Somu, H. (2020). The relationship 
between digital human resource management and 
organizational performance. In First ASEAN Business, 
Environment, and Technology Symposium 
(ABEATS 2019) (pp. 96-99). Atlantis Press. doi: 
https://doi.org/10.2991/aebmr.k.200514.022 

Hassan, M.-u., Khan, M. N., Amin, M. F. B., & Khokhar, I. (2018). 
Measuring the Performance of Islamic Banks in Saudi 
Arabia. International Journal of Economics & 
Management, 12(1), 99-115. Retrieved from 
http://www.ijem.upm.edu.my/vol12no1/5)%20Meas
uring%20the%20Performance%20of%20Islamic%20Ban
ks%20in%20Saudi%20Arabia.pdf 

Hatamlah, H., Allahham, M., Abu-AlSondos, I., Mushtaha, 
A., Al-Anati, G., Al-Shaikh, M., & Ali, B. (2023). 
Assessing the moderating effect of innovation on 
the relationship between information technology 
and supply chain management: an empirical 
examination. Applied Mathematics & 
Information Sciences, 17(5), 889-895. doi: 
http://dx.doi.org/10.18576/amis/170515 

Hejazi, R., Ghanbari, M., & Alipour, M. (2016). 
Intellectual, human and structural capital effects 
on firm performance as measured by Tobin's Q. 
Knowledge and Process Management, 23(4), 259-
273. doi: https://doi.org/10.1002/kpm.1529 

Huy, T. P. (2023). Crafting your career success: the role of 
high-performance work system, HRM attribution, 
and job crafting. Current Psychology, 1-17.  

Imhanrenialena, B. O., Cross, O. D., Ebhotemhen, W., 
Chukwu, B. I., & Oforkansi, E. S. (2022). Exploring 
how social capital and self-esteem shape career 
success among women in a patriarchal African 
society: the case of Nigeria. International 
Journal of Manpower, 43(8), 1804-1826. doi: 
https://doi.org/10.1108/IJM-07-2021-0410 

Jahmani, A., Jawabreh, O., Fahmawee, E., 
Almasarweh, M., & Ali, B. J. (2023). The 
Impact of Employee Management on 
Organizational Performance in Dubai's Five-
Star Hotel Sector. Journal of Statistics 
Applications & Probability, 12(2), 395-404. 
doi: http://dx.doi.org/10.18576/jsap/120206 

https://www.koganpage.com/hr-learning-development/armstrong-s-handbook-of-human-resource-management-practice-9781398606630
https://www.koganpage.com/hr-learning-development/armstrong-s-handbook-of-human-resource-management-practice-9781398606630
https://www.koganpage.com/hr-learning-development/armstrong-s-handbook-of-human-resource-management-practice-9781398606630
https://mccaddogap.com/ojs/index.php/me/article/view/92
https://mccaddogap.com/ojs/index.php/me/article/view/92
https://www.scribbr.com/methodology/quantitative-research/
https://www.scribbr.com/methodology/quantitative-research/
https://doi.org/10.1108/JKM-04-2017-0150
https://doi.org/10.1002/hrm.22132
https://lup.lub.lu.se/student-papers/record/9058613/file/9058647.pdf
https://lup.lub.lu.se/student-papers/record/9058613/file/9058647.pdf
https://doi.org/10.1080/09585192.2019.1711442
https://doi.org/10.1016/j.jwb.2018.11.002
https://doi.org/10.4337/9781788116695.00024
https://oarep.usim.edu.my/jspui/handle/123456789/8278
https://doi.org/10.1016/j.hrmr.2019.100693
https://www.nomos-elibrary.de/10.15358/2511-8676-2020-2-3-121.pdf
https://www.nomos-elibrary.de/10.15358/2511-8676-2020-2-3-121.pdf
https://doi.org/10.1080/09718923.2011.11892970
https://doi.org/10.1016/j.respol.2018.10.010
https://doi.org/10.1108/JKM-03-2018-0190
https://doi.org/10.1111/medu.14297
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1007/978-3-030-80519-7
https://doi.org/10.2991/aebmr.k.200514.022
http://www.ijem.upm.edu.my/vol12no1/5)%20Measuring%20the%20Performance%20of%20Islamic%20Banks%20in%20Saudi%20Arabia.pdf
http://www.ijem.upm.edu.my/vol12no1/5)%20Measuring%20the%20Performance%20of%20Islamic%20Banks%20in%20Saudi%20Arabia.pdf
http://www.ijem.upm.edu.my/vol12no1/5)%20Measuring%20the%20Performance%20of%20Islamic%20Banks%20in%20Saudi%20Arabia.pdf
http://dx.doi.org/10.18576/amis/170515
https://doi.org/10.1002/kpm.1529
https://doi.org/10.1108/IJM-07-2021-0410
http://dx.doi.org/10.18576/jsap/120206


12 
Weam Tunsi 

Jashari, A., & Kutllovci, E. (2020). The impact of human 
resource management practices on organizational 
performance case study: manufacturing enterprises in 
Kosovo. Business: Theory and Practice, 21(1), 222-
229. doi: https://doi.org/10.3846/btp.2020.12001 

Jawabreh, O., Baadhem, A. M., Ali, B. J., Atta, A. A. B., 
Ali, A., Al-Hosaini, F. F., & Allahham, M. (2023). 
The Influence of Supply Chain Management 
Strategies on Organizational Performance in 
Hospitality Industry. Appl. Math, 17(5), 851-858. 
doi: http://dx.doi.org/10.18576/amis/170511 

Jiang, K., Hu, J., Liu, S., & Lepak, D. P. (2017). Understanding 
employees’ perceptions of human resource practices: 
Effects of demographic dissimilarity to managers and 
coworkers. Human Resource Management, 56(1), 69-
91. doi: https://doi.org/10.1002/hrm.21771 

Kanan, M., Wannassi, B., Barham, A. S., Ben Hassen, M., & 
Assaf, R. (2022). The Quality of Blended Cotton 
and Denim Waste Fibres: The Effect of Blend Ratio 
and Waste Category. Fibers, 10(9), 76. doi: 
https://doi.org/10.3390/fib10090076 

Kanan, M., Zahoor, S., Habib, M. S., Ehsan, S., Rehman, M., 
Shahzaib, M., et al. (2023). Analysis of Carbon Footprints 
and Surface Quality in Green Cutting Environments for 
the Milling of AZ31 Magnesium Alloy. Sustainability, 
15(7), 6301. doi: https://doi.org/10.3390/su15076301 

Kozlenkova, I. V., Samaha, S. A., & Palmatier, R. W. (2014). 
Resource-based theory in marketing. Journal of the 
Academy of Marketing Science, 42(1), 1-21. doi: 
https://doi.org/10.1007/s11747-013-0336-7 

Kwon, S.-W., & Adler, P. S. (2014). Social capital: 
Maturation of a field of research. Academy of 
Management Review, 39(4), 412-422. doi: 
https://doi.org/10.5465/amr.2014.0210 

Lawang, R. M. Z., Ardine, A. F., Puteri, B. P. T., 
Luahambowo, T., Regus, M., & Rifandini, R. 
(2023). Field Schooling by ASNIKOM: Bridging the 
Structural Gap. Social Sciences, 12(4), 152-160. 
doi: https://doi.org/10.11648/j.ss.20231204.12 

Lee, J. Y., Jiménez, A., & Bhandari, K. R. (2020). Subsidiary 
roles and dual knowledge flows between MNE 
subsidiaries and headquarters: The moderating 
effects of organizational governance types. 
Journal of Business Research, 108, 188-200. doi: 
https://doi.org/10.1016/j.jbusres.2019.10.065 

Leonard, B., & Lindsay, D. (2021). The Importance of Human 
Capital Development. Journal of Character and 
Leadership Development, 8(1). Retrieved from 
https://jcldusafa.org/index.php/jcld/article/downloa
d/51/50 

Li, T. (2019). Engagement in international entrepreneurship: 
interactive effects of resource-based factors and 
institutional environments. Journal of Global 
Entrepreneurship Research, 9(1), 1-17. doi: 
https://doi.org/10.1186/s40497-019-0185-z 

Lo, P., & Stark, A. J. (2021). Shanghai Library as a human 
capital developer for a knowledge-driven socio-
economic environment. Journal of Librarianship 
and Information Science, 53(3), 411-430. doi: 
https://doi.org/10.1177/0961000620948565 

McCombos, S. (2019). Survey Research | Definition, 
Examples & Methods. Scribbr. Retrieved from 
https://www.scribbr.com/methodology/survey-
research/ 

Meijerink, J. G., Bondarouk, T., & Lepak, D. P. (2016). Employees 
as active consumers of HRM: Linking employees’ HRM 
competences with their perceptions of HRM service 
value. Human Resource Management, 55(2), 219-240. 
doi: https://doi.org/10.1002/hrm.21719 

Miao, R., & Cao, Y. (2019). High-performance work system, work 
well-being, and employee creativity: Cross-level 
moderating role of transformational leadership. 
International Journal of Environmental Research 
and Public Health, 16(9), 1640. doi: 
https://doi.org/10.3390/ijerph16091640 

Mirzaie, M., Javanmard, H.-A., & Reza Hasankhani, M. 
(2019). Impact of knowledge management process 
on human capital improvement in Islamic 
Consultative Assembly. Knowledge Management 
Research & Practice, 17(3), 316-327. doi: 
https://doi.org/10.1080/14778238.2019.1599579 

Mohapatra, S., & Patra, D. (2017). User acceptance of web-based 
talent assessment platform (TAP). International 
Journal of Business Excellence, 12(4), 450-468. doi: 
https://doi.org/10.1504/IJBEX.2017.085008 

Muhumed, Q. M. (2018). Corporate social responsibility strategies 
and competitive advantage of commercial banks in 
Kenya: Case of Equity Bank Kenya Limited. International 
Academic Journal of Human Resource and Business 
Administration, 3(1), 27-51. Retrieved from 
http://www.iajournals.org/articles/iajhrba_v3_i1_27_5
1.pdf 

Mungal, A. S., & Sorenson, R. D. (2020). Steps to Success: 
What Successful Principals Do Everyday. Rowman 
& Littlefield Publishers. Retrieved from 
https://www.goodreads.com/book/show/519942
12-steps-to-success 

Munyon, T. P., Frieder, R. E., Satornino, C. B., Carnes, A. M., 
Bolander, W., & Ferris, G. R. (2021). Selling your 
network: how political skill builds social capital and 
enhances salesperson performance. Journal of 
Personal Selling & Sales Management, 41(3), 233-249. 
doi: https://doi.org/10.1080/08853134.2020.1866589 

Nawaiseh, K., Abd-Alkareem, M., Alawamleh, H. A., Abbas, K. 
M., & Orabi, T. G. A. (2021). Dimensions of corporate 
governance and organizational learning: An empirical 
study. Journal of Management Information and 
Decision Sciences, 24(5), 1-11. Retrieved from 
https://www.researchgate.net/publication/355356876 

Naz, F., & Bögenhold, D. (2020). Unheard voices: Women, work and 
political economy of global production. Springer Nature. 
doi: https://doi.org/10.1007/978-3-030-54363-1 

Nieves, J., & Quintana, A. (2018). Human resource 
practices and innovation in the hotel industry: 
The mediating role of human capital. Tourism 
and Hospitality Research, 18(1), 72-83. doi: 
https://doi.org/10.1177/1467358415624137 

Nikolopoulou, K. (2022). What Is Probability Sampling? | 
Types & Examples. Scribbr. Retrieved from 
https://www.scribbr.com/methodology/probabil
ity-sampling/ 

Nor, M. H. M., Alias, A., & Musa, M. F. (2018). Social capital in 
youth volunteerism. Planning Malaysia, 16(4), 176-
187. doi: https://doi.org/10.21837/pm.v16i8.548 

Otoo, F. N. K. (2019). Human resource management (HRM) 
practices and organizational performance: The 
mediating role of employee competencies. 
Employee Relations: The International Journal, 
41(5), 949-970. doi: https://doi.org/10.1108/ER-
02-2018-0053 

Piwowar-Sulej, K. (2021). Human resources development as an 
element of sustainable HRM–with the focus on production 
engineers. Journal of cleaner production, 278, 124008. 
doi: https://doi.org/10.1016/j.jclepro.2020.124008 

Ployhart, R. E., Nyberg, A. J., Reilly, G., & Maltarich, M. A. 
(2014). Human capital is dead; long live human capital 
resources! Journal of Management, 40(2), 371-398. 
doi: https://doi.org/10.1177/0149206313512152 

https://doi.org/10.3846/btp.2020.12001
http://dx.doi.org/10.18576/amis/170511
https://doi.org/10.1002/hrm.21771
https://doi.org/10.3390/fib10090076
https://doi.org/10.3390/su15076301
https://doi.org/10.1007/s11747-013-0336-7
https://doi.org/10.5465/amr.2014.0210
https://doi.org/10.11648/j.ss.20231204.12
https://doi.org/10.1016/j.jbusres.2019.10.065
https://jcldusafa.org/index.php/jcld/article/download/51/50
https://jcldusafa.org/index.php/jcld/article/download/51/50
https://doi.org/10.1186/s40497-019-0185-z
https://doi.org/10.1177/0961000620948565
https://www.scribbr.com/methodology/survey-research/
https://www.scribbr.com/methodology/survey-research/
https://doi.org/10.1002/hrm.21719
https://doi.org/10.3390/ijerph16091640
https://doi.org/10.1080/14778238.2019.1599579
https://doi.org/10.1504/IJBEX.2017.085008
http://www.iajournals.org/articles/iajhrba_v3_i1_27_51.pdf
http://www.iajournals.org/articles/iajhrba_v3_i1_27_51.pdf
https://www.goodreads.com/book/show/51994212-steps-to-success
https://www.goodreads.com/book/show/51994212-steps-to-success
https://doi.org/10.1080/08853134.2020.1866589
https://www.researchgate.net/publication/355356876
https://doi.org/10.1007/978-3-030-54363-1
https://doi.org/10.1177/1467358415624137
https://www.scribbr.com/methodology/probability-sampling/
https://www.scribbr.com/methodology/probability-sampling/
https://doi.org/10.21837/pm.v16i8.548
https://doi.org/10.1108/ER-02-2018-0053
https://doi.org/10.1108/ER-02-2018-0053
https://doi.org/10.1016/j.jclepro.2020.124008
https://doi.org/10.1177/0149206313512152


Evaluating the Effect of Human Resource Management on the Relationship Between Human Capital and Social Capital… 
13 

Ramadan, B. M., Dahiyat, S. E., Bontis, N., & Al-Dalahmeh, 
M. A. (2017). Intellectual capital, knowledge 
management and social capital within the ICT sector 
in Jordan. Journal of Intellectual Capital, 18(2), 437-
462. doi: https://doi.org/10.1108/JIC-06-2016-0067 

Rasool, S. F., Samma, M., Wang, M., Zhao, Y., & Zhang, Y. 
(2019). How human resource management 
practices translate into sustainable organizational 
performance: the mediating role of product, process 
and knowledge innovation. Psychology Research and 
Behavior Management, 12, 1009-1025. doi: 
https://doi.org/10.2147/PRBM.S204662 

Ren, S., Cooke, F. L., Stahl, G. K., Fan, D., & Timming, A. 
R. (2023). Advancing the sustainability agenda 
through strategic human resource management: 
Insights and suggestions for future research. 
Human Resource Management, 62(3), 251-265. 
doi: https://doi.org/10.1002/hrm.22169 

Roumpi, D., Magrizos, S., & Nicolopoulou, K. (2020). 
Virtuous circle: Human capital and human 
resource management in social enterprises. 
Human Resource Management, 59(5), 401-421. 
doi: https://doi.org/10.1002/hrm.22002 

Ruseva, T. B., Farmer, J. R., & Chancellor, C. (2016). 
Networking for conservation: social capital and 
perceptions of organizational success among land 
trust boards. Ecology and Society, 21(2), 50. doi: 
http://dx.doi.org/10.5751/ES-08618-210250 

Saleh, M. H., Jawabreh, O., & Ali, B. J. (2023). The Role of 
Performance Jordanian Insurance Companies in 
Economic Growth: Evidence from the PMG Panel-
ARDL Approach. Cuadernos de Economía, 46(131), 
30-42. Retrieved from https://cude.es/submit-a-
manuscript/index.php/CUDE/article/view/399 

Salhab, H., Allahham, M., Abu-AlSondos, I., Frangieh, R., 
Alkhwaldi, A., & Ali, B. (2023). Inventory competition, 
artificial intelligence, and quality improvement decisions 
in supply chains with digital marketing. Uncertain 
Supply Chain Management, 11(4), 1915-1924. doi: 
http://dx.doi.org/10.5267/j.uscm.2023.8.009 

Sazvar, Z., Zokaee, M., Tavakkoli-Moghaddam, R., Salari, S. A.-
s., & Nayeri, S. (2021). Designing a sustainable closed-
loop pharmaceutical supply chain in a competitive 
market considering demand uncertainty, 
manufacturer’s brand and waste management. 
Annals of Operations Research, 315(2), 1-32. doi: 
https://doi.org/10.1007/s10479-021-03961-0 

Sekaran, U., & Bougie, R. (2016). Research methods for 
business: A skill building approach. John Wiley & 
Sons. Retrieved from https://www.wiley.com/en-
us/2C+7th+Edition-p-9781119266846 

Singh, S. K., Mazzucchelli, A., Vessal, S. R., & Solidoro, A. 
(2021). Knowledge-based HRM practices and 
innovation performance: Role of social 
capital and knowledge sharing. Journal of 
International Management, 27(1), 100830. doi: 
https://doi.org/10.1016/j.intman.2021.100830 

Sirsilla, S. (2023). Inductive and Deductive Reasoning — Strategic 
approach for conducting research. Enago. Retrieved 
from https://www.enago.com/academy/inductive-
and-deductive-reasoning/ 

Subramanian, N., & Suresh, M. (2022). The contribution of 
organizational learning and green human resource 
management practices to the circular economy: A 
relational analysis–evidence from manufacturing 
SMEs (part II). The Learning Organization, 29(5), 
443-462. doi: https://doi.org/10.1108/TLO-06-
2022-0068 

Swanson, E., Kim, S., Lee, S.-M., Yang, J.-J., & Lee, Y.-K. (2020). 
The effect of leader competencies on knowledge sharing 
and job performance: Social capital theory. Journal of 
Hospitality and Tourism Management, 42, 88-96. doi: 
https://doi.org/10.1016/j.jhtm.2019.11.004 

Taştan, S., Küçük, B. A., & İşiaçık, S. (2020). Towards enhancing 
happiness at work with the lenses of positive 
organizational behavior: The roles of psychological 
capital, social capital and organizational trust. 
Postmodern Openings, 11(2), 192-225. doi: 
https://doi.org/10.18662/po/11.2/170 

Tsoukas, H. (1996). The firm as a distributed knowledge 
system: A constructionist approach. Strategic 
Management Journal, 17(S2), 11-25. doi: 
https://doi.org/10.1002/smj.4250171104 

Tuan, L. (2023). The entrepreneurial pathway of Vietnamese 
super-rich. The sources of their successful business 
performance. International Journal of Entrepreneurship 
and Small Business, 10, 1-17. Retrieved from 
https://www.academia.edu/download/99620726/2023
_IJESB_135085_TAFPV_ahead_of_print.pdf 

Uekusa, S., Matthewman, S., & Lorenz, D. F. (2022). 
Conceptualising disaster social capital: what it is, why 
it matters, and how it can be enhanced. Disasters, 
46(1), 56-79. doi: https://doi.org/10.1111/disa.12470 

Uyan, U., & Sanal, M. (2022). The Concept of Knowledge 
Management: Rational vs. Multifaceted Perspectives. 
In Handbook of Research on Cyber Approaches to 
Public Administration and Social Policy (pp. 477-500). 
IGI Global. doi: https://doi.org/84-3380-5.ch020 

Yao, Y., Ivanovski, K., Inekwe, J., & Smyth, R. (2020). 
Human capital and CO2 emissions in the long 
run. Energy Economics, 91, 104907. doi: 
https://doi.org/10.1016/j.eneco.2020.104907 

Zhao, C., Cooke, F. L., & Wang, Z. (2021). Human resource 
management in China: what are the key issues 
confronting organizations and how can research help? 
Asia Pacific Journal of Human Resources, 59(3), 357-
373. doi: https://doi.org/10.1111/1744-7941.12295 

Ziebell, R.-C., Albors-Garrigos, J., Schoeneberg, K.-P., & 
Marin, M. R. P. (2019). Adoption and success of e-
HRM in a cloud computing environment: A field 
study. International Journal of Cloud Applications 
and Computing (IJCAC), 9(2), 1-27. doi: 
https://doi.org/10.4018/IJCAC.2019040101 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

https://doi.org/10.1108/JIC-06-2016-0067
https://doi.org/10.2147/PRBM.S204662
https://doi.org/10.1002/hrm.22169
https://doi.org/10.1002/hrm.22002
http://dx.doi.org/10.5751/ES-08618-210250
https://cude.es/submit-a-manuscript/index.php/CUDE/article/view/399
https://cude.es/submit-a-manuscript/index.php/CUDE/article/view/399
http://dx.doi.org/10.5267/j.uscm.2023.8.009
https://doi.org/10.1007/s10479-021-03961-0
https://www.wiley.com/en-us/2C+7th+Edition-p-9781119266846
https://www.wiley.com/en-us/2C+7th+Edition-p-9781119266846
https://doi.org/10.1016/j.intman.2021.100830
https://www.enago.com/academy/inductive-and-deductive-reasoning/
https://www.enago.com/academy/inductive-and-deductive-reasoning/
https://doi.org/10.1108/TLO-06-2022-0068
https://doi.org/10.1108/TLO-06-2022-0068
https://doi.org/10.1016/j.jhtm.2019.11.004
https://doi.org/10.18662/po/11.2/170
https://doi.org/10.1002/smj.4250171104
https://www.academia.edu/download/99620726/2023_IJESB_135085_TAFPV_ahead_of_print.pdf
https://www.academia.edu/download/99620726/2023_IJESB_135085_TAFPV_ahead_of_print.pdf
https://doi.org/10.1111/disa.12470
https://doi.org/84-3380-5.ch020
https://doi.org/10.1016/j.eneco.2020.104907
https://doi.org/10.1111/1744-7941.12295
https://doi.org/10.4018/IJCAC.2019040101

