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effects of three components of IC, namely employee capital (EC), organizational capital (OC), and social 
capital (SC), on two dimensions of employee performance (EP) including task performance (TP) and 
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of the telecom sector and analyzed by using Partial Least Squares-Structural Equation Modeling (PLS-
SEM) to investigate the structural relationship among constructs.  The results of structural equation 
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1.INTRODUCTION

The dedication of employees encourages a cohesive and resilient organizational 
culture, which is essential for plotting challenges and achieving stable, successful 
outcomes. Bernardin and Russell (1993) defined employee performance as the 
outcome produced over time during the specified activity or job.  The different 
dimensions of employee performance are used in the literature to understand how 
employee capital, organizational capital, and social capital create value in the 
company. The favorable link between Intellectual Capital and Task Performance 
is improved in the organization as employees consistently attain specific quality 
and quantity outcomes, demonstrating the significant role of intellectual capital 
in driving enhanced and assessable work outcomes (Qamar et al., 2023). In this 
way, task performance refers to the core responsibilities and duties employees are 
expected to fulfill, such as meeting deadlines, achieving targets, and delivering 
outcomes or results. Conversely, contextual performance comprises behaviors that 
add to the broader organizational environment, such as teamwork, cooperation, 
and organizational social responsibility (Soomro & Soomro, 2024). Moreover, 
the contextual performance of an employee refers to extra-role behavior that does 
not cover the job description and is beneficial to the organization.  Therefore, 
acknowledging the worth of contextual performance, the employees are eager 
to realize and adhere to the company’s rules and procedures. The contextual 
performance not only ensures operational logicality but also shows diligent effort 
to ensure the overall success and sturdiness of the organization. Furthermore, 
the customer service experience, the collaborator’s capabilities, and digital 
transformation processes contribute to the employees’ and contextual performance. 
So, if the employees’ performance is better and there is more awareness of their 
work and rules, the result of the company’s performance will be positive.

Intellectual capital provides a firm with a distinctive competitive edge (Nahapiet & 
Ghoshal, 1998; Webster et al., 2004; Masood et al., 2023; Chantabutr & Wanarat, 
2024) and explains how various components  of IC affect performance (Bontis, 
1998; Youndt & Snell, 2004; Gravili et al., 2020). The organizations developed 
their interest in intellectual capital as a basis for competition (Kamukama, 2013). 
Consequently, investments in intangible capital of the organization are known 
as intellectual capital (Xu & Wang, 2019). Along these lines, Sadq et al. (2020) 
suggested that organizations need to make suitable investments compared to their 
competitors to sustain their position in the market. Likewise, we live in a time 
of significant advancements that have taken us to the crossroads of innovation. 
Therefore, organizations need to think of new means to contest the market, and 
traditionally, managing organizations is not the appropriate strategy (Wendra et al., 
2019). 

Organizations foster a culture of mutual respect, trust, and shared purpose by 
emphasizing task completion, quality relationships, and collaboration among 
team members. Robbins (1996) and Soomro et al. (2024) stated that employee 
performance is a natural result shown for each employee as a work accomplishment 
given by an individual compared to other employees who have been set together. 
When organizations effectively balance task and contextual performance, they 
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build an environment where employees feel motivated, supported, and empowered 
to excel in both dimensions (Qamar et al., 2023). This, in turn, enhances employee 
performance by promoting a sense of belonging, ownership, and obligation to the 
organization’s objectives and values (Soomro et al., 2024). 

The intangible nature of intellectual capital (IC) can pose severe problem for almost 
any industry attempting to obtain and sustain competitive advantages. Because 
IC involves aspects like knowledge, skills, ability to innovate the culture of the 
organization, and relationships with customers, it is also unstructured, which makes 
it difficult to quantify, manage, or leverage. It would be challenging for organizations 
to clearly understand the contribution of any value generated through their human, 
structural, and relational capital. Due to this, organizations face problems justifying 
the investment in employee training, research and development, or knowledge 
management. The investment will not yield any immediate results, or they might 
not know how to measure the financial returns. This research is unique because it 
examines the relationship between intellectual capital and employee performance 
in the telecom sector. It highlights the importance of IC elements like Employee 
Capital, Organizational Capital, and Social Capital in enhancing task performance 
and contextual performance. The study suggests that telecom sector managers 
should design strategies to hire critical resources and invest in developing their IC 
through continuous training and development programs. 

The employee’s commitment and dedication are integral to utilizing this invaluable 
resource to its fullest potential, especially in the face of contextual elements like 
resource limitations, institutional gaps, and social networks that may impact 
performance in emerging economies. Intellectual capital emerges as a perfect 
solution for organizational success, above all others. In essence, within the dynamic 
environment of the telecom industry, where technological developments and 
human creativity drive market dynamics, the concept of intellectual capital takes on 
heightened significance. In the dynamic realm of modern workplaces, components 
of intellectual capital converge as indispensable pillars of prosperity.

2. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

2.1 Intellectual Capital

Intellectual Capital assets are not physical or financial and are vital for driving 
innovation, Competitiveness, and overall organizational performance (Brooking, 
1997). In this way, intellectual Capital is specifically defined as intangible assets 
that contribute to the value of an organization and are based on knowledge, 
expertise, creativity, and other intellectual resources. Lynn (1998) argued that 
Intellectual Capital is the means of ideas and the ability to invent, which are 
factors (skills, raw intelligence, and expertise of human actors) that determine an 
organization’s upcoming goals. Along these lines, intellectual capital typically 
includes elements such as employee capital (knowledge, skills, and capabilities 
of employees), organizational capital (organizational processes, systems, and 
intellectual property), and social capital (relationships with customers, partners, 
and stakeholders). However, the most prevailing definition of intellectual capital 
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is knowledge deemed valuable to an organization (Akpinar & Akdemir, 1999). 
Furthermore, intellectual Capital is a group of immaterial resources and their flows, 
where immaterial resources give the company’s value-creation process and are 
managed by the company (Bontis, 2001).  Therefore, intellectual capital is a main 
factor in determining an organization’s performance and competitiveness. 

The practitioners proposed several techniques for measuring and reporting IC 
(Liebowitz & Suen, 2000). Despite appraising IC’s value as a critical intangible 
asset, Guthrie et al. (2006) concluded that it is an attached part of the firm’s value. 
IC is essential because it depicts that organizations are composed of creative, 
highly skilled, and distinct employees who support the systems and structure of 
the organization, sustain long-term relationships with customers, and help achieve 
a high level of organization (Alshurideh et al., 2012; Gravili et al., 2020; Qamar et 
al., 2023).  In addition, studies reveal that firms with higher IC are more likely to be 
innovative, agile, and adaptable, strengthening their competitive advantage (Bontis 
et al., 2000; Webster et al., 2004; Masood et al., 2023; Chantabutr & Wanarat, 
2024).  . 

2.1.1 Employee Capital

Employee Capital is considered a vital component of intellectual capital, as the 
organization’s real existence is contingent upon it. The aggregate knowledge of an 
organization’s members is human or employee capital (Bontis, 1998). Employee 
capital is a component of intellectual capital and covers the entire value of the 
knowledge, skills, creativity, experiences, and problem-solving abilities of employees 
in an organization. Employee capital was characterized by Wang et al. (2014) as 
an employee’s knowledge, skills, competence, attitude, wisdom, commitment, 
experience, and innovativeness. Moreover, employee capital is defined by Tarus 
and Sitienei (2015) as leadership, motivating people to demonstrate their potential, 
and organizational practices, beliefs, and attitudes. Likewise, an organization’s 
employees’ collective skills, knowledge, and expertise are called employee or 
human capital (Bontis, 1998; Wang et al. (2014); Tarus & Sitienei, 2015; Ali et 
al., 2023). Unlike machines or physical resources, employees can learn, adapt, and 
innovate in a way that increases the organization’s value. This makes employees 
the key value created for the organization and one of the most significant sources of 
competitive advantage in the knowledge-driven economy. Further, the organizations 
should invest in employee or human capital to gain competitive advantage (Hussi, 
2004; Chen et al., 2012; Mention & Bontis, 2013; Gravili et al., 2020; Masood et 
al., 2023). Keeping this in view, employee capital or human capital is significant 
because it reflects an organization’s potential to increase efficiency and achieve 
a competitive edge through its employees (De Pablos, 2004; Rawashdeh, 2022; 
Chantabutr & Wanarat, 2024). 

2.1.2 Organizational Capital

An organization’s intangible assets that drive its performance are collectively 
called its organizational capital. Essential components include reputation, 
technology infrastructure, specialized resources, and contemporary administrative 
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procedures. The non-human stock or store of knowledge, like information systems, 
copyrights, patents, trademarks, procedures, databases, and culture, is called 
organizational capital or structural capital (Sharabati et al., 2010). Organizational 
capital lays the foundation for efficiency and effectiveness, with robust systems 
and processes optimizing resources and powerful strategies as the cornerstone of 
well-crafted plans. Similarly, Organizational capital supports employee capital 
and gives the knowledge and employee capital necessary environment (Ngah & 
Ibrahim, 2011).In other words, organizational capital is also needed to resolve 
internal and external challenges (Abdulai et al., 2012). Operational efficiency is 
increased by implementing the newest IT and having a clear organizational structure. 
Consequently, excellent products and services foster a favorable reputation and 
increase stakeholder and customer trust (Fatmawati & Fauzan, 2021). Also, defining 
duties and responsibilities for employees improve productivity and strengthen the 
company’s culture and character, providing a solid base for intellectual capital 
(Pablos, 2024). Literature discussed how organizational capital or structural capital 
plays a pivotal role in shaping a firm’s competitive advantage and long-term 
success (Sharabati et al., 2010; Abdulai et al., 2012; Li et al. 2019; Pablos, 2024). 
Therefore, the management function is to shift employee capital to the organization 
and support the organization’s long-term development.

2.1.3 Social Capital

Social capital or relational capital refers to an organization’s potential as a result of 
external intangible resources. Organizations keen on leveraging internal networks 
for innovation and problem-solving must grasp the dynamics of social capital and 
its profound influence on knowledge transfer. De Pablos (2004) claims that external 
intangibles are essential in creating the possibility of human and organizational 
capital. Furthermore, according to Pearse (2009), external or social relationships 
benefit the firm and its members. The social capital of an organization enhances 
relationships with both internal and external stakeholders, thereby providing 
value to that organization. Likewise, Mondal and Ghosh (2012) defined social 
capital as “knowledge that affects the life of an organization and is embodied in 
relationships with stakeholders. In this way, social capital is made of networks 
of trust, partnerships, shared norms, and understanding among individuals and 
groups that facilitate flows of information, assistance and resources that are needed 
for innovation, coordination, and strategic choice. Similarly, Joshi et al. (2013) 
stated that successful organizations must invest in and maintain social capital. 
Correspondingly, internal intellectual resources are linked to external intellectual 
resources via social capital, assisting organizations in creating value (Wang et al., 
2014). In this way, Social capital is crucial to any business’s success in today’s 
cutthroat market (Garcia-Perez et al. 2020; Ali et al., 2023; Soomro & Soomro, 
2024). Additionally, robust social ties among project teams facilitate seamless 
communication and collaboration, fostering efficient information sharing (Zhang 
et al., 2024). However, the contribution of relational capital in an emerging country 
context and teamwork are challenges for organizations in improving coordination 
among various departments in the virtual environment.
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2.2 Employee Performance

The term knowledge and experience resources refers to the abilities that can be used 
to support employees and organizations achieve their objectives. In other words, 
employee performance is defined as a record of the outcomes or results of specific 
work activities over a particular period. Bernardin and Russell (1993) identified 
six major employee performance indicators: quantity, quality, cost-effectiveness, 
timeliness, need for supervision, and interpersonal impact. Also, employees’ 
performance represents their conduct towards organizational objectives, including 
task and contextual performance (Borman & Motowidlo, 1993). Therefore, 
employee performance is important because it has a direct effect on the productivity, 
efficiency, and success of an organization. Essentially, an organization where 
employees perform well will have better quality work, better customer satisfaction, 
and reduced costs to operate. Moreover, several researchers claim that knowledge 
is a basis of authority and an essential asset in contemporary business (Nonaka, 
1994; Nonaka & Konno, 1998; Saide & Mahendrawathi, 2015; Saide et al., 2017; 
Li & Guo, 2020; Garcia-Perez et al., 2020). Accordingly, employees who perform 
well produce their work accurately and on time, and they assist the organization in 
achieving its goals--which ultimately allows the firm to be successful in the market.   

2.2.1 Task Performance

Task performance involves carrying out allocated responsibilities and obligations, 
emphasizing effectiveness, efficiency, and client satisfaction. It also includes 
strategic planning, a strong work ethic, individual initiative, and knowledge. Longo 
and Mura (2011) conducted research at the employee level to find the impact of 
the IC components on job satisfaction, organizational commitment, and low-
cost propensity. Employees who can achieve quality and quantity standards and 
understand their responsibilities are essential to accomplishing organizational 
goals (Qamar et al., 2023). In this way, task performance is a critical determinant 
of organizational effectiveness, reflecting employees’ ability to perform assigned 
duties proficiently. The literature provides valuable insights into the dynamic 
interplay between individual attributes and situational factors (Baldwin & 
Bommer, 2016; Wang et al., 2023; Lee et al., 2024). Task strategies encompass 
employees’ approaches and techniques to accomplish their assigned duties 
efficiently. Therefore, by investigating how these factors interact and influence task 
performance over multiple trials, researchers gain an in-depth understanding of 
the underlying mechanisms contributing to employees’ effectiveness in carrying 
out their responsibilities. Hence, in assessing task performance, it is essential to 
consider the multifaceted nature of employees’ responsibilities and competencies 
within the organizational context. 

2.2.2 Contextual Performance

Contextual performance comprises voluntary efforts to contribute to the 
organization’s success and official job functions. It includes going above and 
beyond, being enthusiastic, giving of themselves voluntarily, cooperating, adhering 
to company policies, and showing loyalty. Luthans (2006) proposed different 
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factors in evaluating employee performance: making a job enjoyable, having a 
fair salary, benefits, and promotion opportunities, aligning an employee to a job 
that suits their interests and expertise, and designing a job to be exciting and 
fun.  Furthermore, long-term success, organizational cohesiveness, and employee 
satisfaction are all significantly influenced by contextual performance. Conversely, 
employees with skills, knowledge, and work practices can leave the organization 
anytime, but contextual performance is essential to the company’s value creation. 
Still, employees’ contextual performance is not organized in databases, job details, 
and thus cannot be replaced quickly and efficiently once the employee resigns from 
the company. Also, if a determining factor is missing, employee performance can 
be increased through encouragement. Likewise, Wang et al. (2015) investigated the 
relationships between IC and employee performance at multiple levels and found 
that IC has a significant impact on employee performance. Keeping this in view, 
employees who participate in contextual performance activities actively promote a 
culture of cooperation, support for one another, and shared dedication to company 
objectives, all of which are beneficial aspects of the workplace (Qamar et al., 2023). 
Therefore, in today’s worldwide corporate environment, IC is considered a critical 
factor for an organization to support its business objectives.

2.3 Hypotheses Development

2.3.1 Employee Capital and Task Performance

Employee capital encompasses the workforce’s skills, knowledge, experiences, 
and attitudes. Enhancing employee capital involves boosting each employee’s 
proficiency. Individuals are crucial in providing solutions to customers, and their 
collective capability drives innovation and strategic renewal within the firm. 
Meeting quantitative targets is crucial for achieving organizational objectives and 
demonstrating operational efficiency (Locke et al., 1984). Employee competence, 
including skills, education, and values, is fundamental for organizational success 
(Brennan & Connell, 2000). Similarly, compliance with quality goals and standards 
strongly correlates with task performance (Densten, 2001). Prioritizing quality and 
adhering to established standards contribute to overall task performance, reflecting 
a commitment to excellence and customer satisfaction (Grant, 2012). Quantitative 
targets also have a robust relationship with task performance (Wright & McMahan, 
2011; Jawahar & Stone, 2019).  Providing help and striving consistently is also 
essential in driving task performance. Hence, the telecom industry has witnessed 
unprecedented growth and technological advancements, making it mandatory for 
telecom organizations to recognize and leverage their intellectual capital to stay 
ahead in the market.  

H1: Employee Capital is positively related to task performance in the telecom 
sector.

2.3.2 Employee Capital and Contextual Performance

Intellectual capital is expressed through its three dimensions, employee capital, 
organizational capital, and social capital that positively influences the perceived 
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performance of the firms, eventually impacting the Employees’ satisfaction. 
Employee capital is a cornerstone of organizational success as it drives innovation, 
problem-solving, and continuous improvement. Employees with diverse skill 
sets, domain knowledge, and a growth mindset contribute to a culture of learning 
and adaptability, enabling organizations to thrive in dynamic and competitive 
environments. Putting in extra effort and showing enthusiasm demonstrate a strong 
relationship with contextual performance (Masterson et al., 2000). Likewise, 
employees willingly to deal with activities beyond their job duties, showing a 
dedication to contextual performance. Moreover, volunteering for non-formal 
activities suggests a robust correlation with contextual performance. Helping and 
cooperating with others also highlight their relevance to contextual performance. 
In this way, employee commitment to the organization is positively related to 
contextual performance. Moreover, if the employees are loyal to the organization, 
then it will be a perfect plus point for the employees’ performance and help in 
the growth of the organization. Along these lines, in the telecom sector, a high 
level of Intellectual Capital among employees is important to study. Because this 
intellectual adeptness not only enhances job production but also powers contextual 
behaviors, where employees perpetually go the extra mile with enthusiasm, ensuring 
a complete and impactful role in achievements. 

H2: Employee Capital is positively related to contextual performance in the telecom 
sector.

2.3.3 Organizational Capital and Task Performance

An organization’s intangible assets that drive its performance are collectively 
called its organizational capital. Meeting quantitative targets is crucial for 
achieving organizational objectives and demonstrating operational efficiency 
(Locke et al., 1984). Moreover, Organizational trust is important in confirming 
the importance of human resources in the organization by organizing the strengths 
of employees and managers in attaining organizational strategic goals. Likewise, 
Employees’ knowledge of tasks is strongly associated with task performance. 
Similarly, compliance with quality goals and standards strongly correlates with 
task performance (Densten, 2001). Subsequently, organizational capital supports 
employee capital and gives the knowledge and employee capital necessary 
environment (Ngah & Ibrahim, 2011). In this way, a clear understanding of task 
requirements and procedures, often facilitated by comprehensive training programs 
or clear job descriptions, enables employees to execute their tasks effectively 
(Carmeli et al., 2011). Prioritizing quality and adhering to established standards 
contribute to overall task performance, reflecting a commitment to excellence and 
customer satisfaction (Grant, 2012). Literature also discussed how organizational 
capital or structural capital plays a pivotal role in shaping a firm’s competitive 
advantage and long-term success (Sharabati et al., 2010; Abdulai et al., 2012; Li 
et al., 2019; Pablos, 2024). Organizational Capital and Task Performance (TP) 
are examples in any organization as employees consistently offer assistance and 
endeavor for goodness, contributing to overall performance. Hence, in telecom sector 
organizational capital is essential in driving task performance and hypothesized as:  
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H3: Organizational Capital is positively related to task performance in the telecom 
sector.

2.3.4 Organizational Capital and Contextual Performance

Organizational capital encompasses the organizational systems, processes, 
structures, and intellectual property that enable the effective utilization and sharing 
of knowledge within an organization. It includes patents, trademarks, copyrights, 
databases, technology platforms, proprietary methodologies, organizational culture, 
values, and norms. Higher performance standards are met by dedication to planning 
goals and procedures (Koys, 2001). Likewise, awareness of and following rules 
and procedures exhibits a significant relationship with contextual performance. 
Moreover, being loyal and protecting organizational objectives have a strong 
relationship with contextual performance (Robbins & Judge, 2019). Contextual 
performance is likewise used with discretionary behavior, extra-role performance, 
organizational citizenship behavior, and non-job-specific task proficiency.  
Additionally, empirical research was conducted in the European context, utilizing 
IC and big data to assess performance (Gravili et al., 2020). In this way, contexts 
relate to actions that shape a task’s social or psychological environment. Telecom 
companies must identify and handle these elements to improve their intellectual 
capital. Therefore, this research assumes that high contextual performance in 
employees is possible with high organizational capital and is summarized as:

H4: Organizational Capital is positively related to contextual performance in the 
telecom sector.

2.3.5 Social Capital and Task Performance

Social capital can be improved by selecting employees with a learning perspective 
and social skills, and their participation in decision-making. A strong foundation 
of social capital inside an organization is defined by its members’ shared beliefs 
(Lin, 2001). The employees who build strong social networks and trust-based 
relationships are more likely to share knowledge, collaborate effectively, and 
perform their tasks efficiently in alignment with social exchange theory. In this 
way, strong interpersonal relationships can enhance task performance by promoting 
cooperation and trust (Nguyen, T. T., et al,. 2021; (Qamar et al., 2023).Furthermore, 
social capital help knowledge sharing (Nawaz et al.,2023), which positively 
impacts task performance. This is peculiarly relevant in knowledge-intensive 
sectors like telecommunications. A study on telecom multinational corporations 
in Bangladesh found that relational and cognitive dimensions of social capital 
significantly influence talent management and selection practices(Hoque, M. E., 
& Awal, H. 2021). This, in turn, affects employee performance (Soomro et al., 
2024), highlighting the importance of social networks and shared understanding 
in enhancing task performance. Along these lines, the use of personnel expertise 
underscores intellectual capital’s crucial contribution to workable customer 
relationships within the dynamic Telecommunications industry and hypothesizes 
as:
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H5: Social Capital is positively related to Task Performance in the telecom sector.

2.3.6 Social Capital and Contextual Performance

The social capital is pivotal in facilitating collaboration and enhancing contextual 
performance within organizations. Strong ties among employees enable efficient 
communication channels, facilitating the exchange of valuable insights and 
innovative solutions. Organizations can use their internal networks for innovation, 
problem-solving, and overall effectiveness by recognizing the importance of 
interacting and exchanging ideas within social capital frameworks. As Nahapiet 
and Ghoshal (1998) affirm the stance put forth by the results, the application of 
knowledge serves as a crucial indicator of social capital within communities and 
organizations. Effectively utilizing individual and collective knowledge resources 
reflects the strength of social relationships and networks. Moreover, partnerships to 
develop solutions emphasize the importance of collaborative efforts in enhancing 
social capital. A study by Evangelia Demerouti (2022) found that social capital in 
the workplace serves as a critical job resource, enhancing employees’ emotional 
regulation abilities and job engagement.  By leveraging knowledge for cooperation, 
trust, and collective action, social capital is enhanced, increasing efficiency, 
innovation, and adaptive capabilities (Soomro & Soomro, 2024). The present study 
underscores the role of social capital in fostering behaviors that go beyond task 
performance, contributing to a positive organizational environment and enhancing 
contextual performance that is hypothesized as:. 

H6: Social Capital is positively related to Contextual Performance in the telecom 
sector.

Based on the highlighted concepts and gaps in the literature, this study has examined 
and developed a theoretical framework (see Figure 1) for assessing the links 
between employee capital, organizational capital, social capital, task performance, 
and contextual performance. Thus, this study intensifies the understanding of these 
features and provides new insights by analyzing contextual elements.
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Figure1: Theoretical Framework

3. METHODOLOGY

The present study uses empirical evidence to respond to research questions using 
a quantitative method. All the scales used in this study are well established and 
reported internal consistency reliability through alpha values. The items of 
employee capital, organizational capital, and customer capital are adapted from the 
research conducted by Hasan (2021). The social capital indicators are adapted from 
the study conducted by Subramaniam and Youndt (2005). Employee performance 
is measured by both task performance and contextual performance. The items 
of task performance are adapted from the study (Borman & Motowidlo, 1997).  
Finally, contextual performance items are also adapted from the research (Borman 
& Motowidlo, 1997). The research population consists of the employees of the four 
telecommunications organizations in Pakistan, i.e., Mobilink, Telenor, Zong, and 
Ufone. The literature shows that telecom sector firms test and prove intellectual 
capital. (Saeed et al., 2013; Shah et al., 2019; Attar et al., 2019; Farooq and Raju, 
2019; Masood et al., 2023). Based on the formula of Krejcie & Morgan (1970), with 
a Confidence Interval of 95 percent and a margin of error of 5 percent, the sample 
size is 378. The simple random sampling technique is used to pick the respondents 
because of its simplicity and lack of bias, and it is a well-recognized technique in 
prior literature. This technique is more effective, especially for ensuring fairness and 
reduced errors. The members are randomly selected from telecom organizations. 
The unit of analysis is individuals who are mainly customer care executives, service 
center executives, customer support executives, and priority services executives. 
This research applied the “PLS-SEM” technique to analyze the collected data.
Results
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In this study, around 600 polls were distributed, of which 422 reactions were 
received. 22 were removed because of incomplete information, and 400 polls 
were used for analysis, so the response rate (valid) is 66% and considered a decent 
reaction rate as individual references were used in all organizations to guarantee the 
appropriate deliverance of filled surveys. The accuracy and reliability of the results 
presented by the measurement model are ensured, as depicted in Figure 2.
 

Figure 2 Measurement Model  

 
To ensure the reliability of this study, “Outer loadings and Indicator Reliability 
were examined. (See Table 1), 

4. STUDY RESULTS
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Table 1 Outer Loadings

Variable Items
Load-
ings

Indicator Reli-
ability=(Load-

ing)2

Employee 
Capital

EC1 0.833 0.694
EC2 0.858 0.736
EC3 0.840 0.706
EC4 0.853 0.728
EC5 0.857 0.734

Organi-
zational 
Capital

OC1 0.832 0.692
OC2 0.855 0.731
OC3 0.850 0.723
OC4 0.868 0.753
OC5 0.802 0.643

Social 
Capital

SOC1 0.850 0.723
SOC2 0.859 0.738
SOC3 0.865 0.748
SOC4 0.847 0.717
SOC5 0.838 0.702

Task Per-
formance

TP1 0.853 0.728
TP2 0.863 0.745
TP3 0.859 0.738
TP4 0.880 0.774
TP5 0.834 0.696
TP6 0.857 0.734
TP7 0.866 0.750
TP8 0.851 0.724

Contextual 
Perfor-
mance

CP1 0.876 0.767
CP2 0.830 0.689
CP3 0.880 0.774
CP4 0.834 0.696
CP5 0.828 0.686

“Average Variance Extracted (AVE),” and “composite reliability” were also 
examined (see Table 2). According to Fornell and Larcker (1981), Barclay et al. 
(1995), Hulland (1999), and Wong (2013), “the value of AVE and outer loadings 
should be more than 0.5, which shows that the latent variables captured at least 
50% of measurement variance”. (See Table 1 & Table 2). According to (Bagozzi et 
al., 1988; and Wong et al., 2013), “values for composite reliability (CR) should be 
more than 0.7.” Moreover, according to (Chin, 1998; Hair et al., 2011), “indicators 
with loading value of 0.7 or greater are supposed to be significant”.  Construct 



ILMA Journal of Social Sciences & Economics (IJSSE) Volume 6 Issue 1, 2025

104

validity, a vital aspect of the research process, is employed to assess the quality 
of the acquired results (Sekaran & Bougie, 2010).  By examining the composite 
reliability, the study ensures that the components are well-related, thereby enhancing 
the credibility of the research. (See Table 2). 

Table 2  Construct Reliability and Validity
Cron-
bach’s

alpha

Composite 
reliability

(rho_a)

Composite reliability

(rho_c)

Average variance 

extracted (AVE)

Contextual Performance 0.904 0.905 0.929 0.722

Employee Capital 0.903 0.903 0.928 0.720

Organizational Capital 0.898 0.906 0.924 0.708

Social Capital 0.906 0.907 0.930 0.726

Task Performance 0.949 0.950 0.957 0.736

In this study, additionally for evaluating discriminant validity two tests were 
performed. The results of HTMT show that values are less than 0.85 having good 
discriminant validity (See Table 3).  

Table 3 Discriminant Validity (Heterotrait-monotrait ratio (HTMT)
Heterotrait-monotrait 

ratio (HTMT)
Employee Capital <-> Contextual Performance 0.568
Organizational Capital <-> Contextual Perfor-
mance

0.538

Organizational Capital <-> Employee Capital 0.423

Social Capital <-> Contextual Performance 0.672

Social Capital <-> Employee Capital 0.494

Social Capital <-> Organizational Capital 0.382

Task Performance <-> Contextual Performance 0.544

Task Performance <-> Employee Capital 0.695

Task Performance <-> Organizational Capital 0.513

Task Performance <-> Social Capital 0.611
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The results of Fornell Larcker Criterion are also supported as diagonal values are 
greater than off diagonal values in each row/column. In other words, the square root 
of AVE for a construct is larger than its highest correlation with any other construct 
confirming discriminant validity.

Table 4 Discriminant Validity (Fornell Larcker Criterion)
Contextual 

Performance
Employee 

Capital
Organizational 

Capital
Social 
Capital

Task Performance

Contextual Performance 0.850

Employee Capital 0.515 0.848

Organizational Capital 0.492 0.383 0.842

Social Capital 0.609 0.449 0.344 0.852

Task Performance 0.506 0.645 0.485 0.568 0.858

 
“In partial least squares (PLS), the structural model measures the directional 
relationships between the variables, their t-values, and the path coefficients. 
Concerning path coefficient, partial least squares (PLS) is similar to the standardized 
beta (Std. Beta) coefficient in regression analysis. The structural model shows the 
relationship dependency in the hypotheses (see Figure 3).

 Figure 3 Structural Model 
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With a specific goal of finding the importance of the basic model, the loadings 
are investigated using the t-values. As suggested, the significance of t values 
is acquired using 5000 bootstrap tests (Hair et al., 2011). As Hair et al. (2012) 
indicated, the number of bootstrap tests needs to be high; however, at any rate, it 
should be equivalent to the number of substantial perceptions in the informational 
index. Moreover, in this investigation, 400 questionnaires were used for analysis. 
As Hair et al. (2011) indicated, PLS-SEM gives an R-squared (R2) value as a basic 
standard for evaluating a supporting model called the coefficient of determination. 
Hypothesis H1 stated that Employee Capital is positively related to Task 
Performance in the telecom sector. This research supports this hypothesis. The 
results depicted in Table 5 indicate that there is significant evidence that Employee 
Capital positively relates to Task Performance (β=0.426, t=10.029, P<0.05). The 
results are in alignment with those of (Wright & McMahan, 2011), who said that 
Employee capital contributes to performance through individual knowledge, skills, 
and competencies. 

Hypothesis H2 stated that Employee Capital positively relates to the Contextual 
Performance in the telecom sector. As indicated in Table 5, the hypothesis is 
supported. It is further stated that Employee Capital has a significant positive effect 
on the Contextual Performance (β=0.228, t=5.279, P<0.05). Hence supporting our 
second hypothesis specifically that employee capital contributes to performance 
through skills, knowledge, and experience;

Hypothesis H3 predicted that Organizational Capital is positively related to Task 
Performance (TP) in the telecom sector. This research has supported the hypothesis. 
Table 5 indicates that there is significant evidence for an Organizational Capital-
positive relationship with Task Performance (β=0.218, t= 6.318, P<0.05).  The 
results show that organizational capital enhances performance by providing the 
structural and cultural systems that support work processes (Subramaniam & 
Youndt, 2005).

Hypothesis H4 predicted that Organizational Capital is positively related to 
Contextual Performance in the telecom sector. This research has supported the 
hypothesis. Table 5 indicates that there is significant evidence for an Organizational 
Capital-positive relationship with Contextual Performance (β=0.262, t= 6.230, 
P<0.05).  In this way, organizational capital supports performance via systems, 
culture, and structures;

Hypothesis H5 stated that Social Capital is positively related to Task Performance 
in the telecom sector. As indicated in Table 5, the hypothesis is supported. It is 
further stated that Social Capital (SOC) has a significant positive effect on the 
Task Performance. (β=0.302, t=8.007, P<0.05).Partnerships aimed at developing 
solutions can serve as a valuable dimension of social capital. These collaborations 
reflect the ability of individuals or organizations to use their relationships to address 
challenges or create opportunities. The success and effectiveness of such partnerships 
often depend on the strength of social ties, the diversity of perspectives involved, 
and the access to resources facilitated by social capital. By fostering cooperative 
efforts and knowledge sharing (Nawaz et al., 2023), these partnerships demonstrate 
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the underlying network mechanisms and benefits associated with social capital in 
achieving common goals and driving innovation.

Hypothesis H6 predicted that Social Capital is positively related to Contextual 
Performance in the telecom sector. This research has supported the hypothesis. Table 
5 indicates that there is significant evidence for Social Capital-positive relationship 
with Contextual Performance (β=0.416, t= 9.708, P<0.05). Therefore, the findings 
of the current study align with the studies of Nahapiet and Ghoshal (1998), (Burt 
(2004) and Nawaz et al. (2023), who emphasize the importance of collaborative 
relationships, knowledge sharing, and collective action in fostering social cohesion 
and organizational effectiveness. 

Table 5 Assessment of Structural Model

Hypotheses Relationship
Original 

sample (O)
Sample 

mean (M)

Standard 
deviation 
(STDEV)

T statistics 
(O/STDEV|)

P values Decision

H1 EC-> TP 0.426 0.425 0.042 10.029 0.000 Supported

H2 EC-> CP 0.228 0.229 0.045 5.079 0.000 Supported

H3 OC -> TP 0.218 0.219 0.035 6.318 0.000 Supported

H4 OC -> CP 0.262 0.263 0.042 6.230 0.000 Supported

H5 SOC -> TP 0.302 0.302 0.038 8.007 0.000 Supported

H6 SOC -> CP 0.416 0.414 0.043 9.708 0.000 Supported

This study provides empirical evidence that employee capital, organizational 
capital, and social capital are each positively associated with both task performance 
and contextual performance. These findings reinforce the importance of intellectual 
capital as a strategic resource in enhancing employees’ work outcomes (Bontis, 
1998; Youndt & Snell, 2004; Qamar et al., 2023). Collectively, these components of 
IC enable organizations to build a workforce that is both efficient in task execution 
and effective in contextual adaptability. Investing in these intangible assets can 
therefore lead to sustainable improvements in employee and organizational 
performance.

Effect size characterizes the effect of a specific exogenous latent variable on 
endogenous latent variable(s) by methods for changes in the R-squared. It measures 
the change in the R-squared of the latent variable associated with the way conc
erning the latent variable’s extent of unexplained variation. (see Table 6).
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Table 6 R square

R-square R-square adjusted

Contextual Performance 0.500 0.496

Task Performance 0.553 0.549

According to Cohen (1988), 0.02, 0.15, and 0.35 estimations can be defined as small, 
medium, and significant impacts at the auxiliary level. The effect size f-square on 
this examination is investigated and appears in Table 8 below:

Table 7 f-square

f-square

Employee Capital -> Contextual Performance 0.077

Employee Capital -> Task Performance 0.301
Organizational Capital -> Contextual Perfor-

mance
0.112

Organizational Capital -> Task Performance 0.087

Social Capital -> Contextual Performance 0.265

Social Capital -> Task Performance 0.156

Table 8 explains the model fit statistics of the Saturated Model and the Estimated 
Model. Standardized Root Mean Square Residual (SRMR) and Normed Fit Index 
(NFI) commonly report Model Fit statistics. SRMR value that is lower or close to 
0.08 is believed to be acceptable. In this study, the SRMR values of both models are 
0.054 and 0.054, respectively, and are considered adequate. 

Table 8 Model Fit

Saturated model Estimated model

SRMR 0.054 0.054

d_ULS 1.196 1.197

d_G 0.942 0.942

Chi-square 1960.704 1960.923

NFI 0.801 0.801
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5.  DISCUSSION 

The findings of this research further substantiate the literature focused on intellectual 
capital and employee performance. The results of the study confirm that employee 
capital directly enhances both task performance and contextual performance, 
supporting previous research that identifies knowledge and skills as the primary 
drivers of increased employee productivity (Wright & McMahan, 2011; Qamar et 
al., 2023).Similarly, our findings demonstrate the positive impact of organizational 
capital on performance, reflecting the work of Subramaniam and Youndt, (2005) 
which highlights how organizational structures, systems, and culture influence 
employee efficiency. Regarding social capital, we found a strong influence that 
partly supports the arguments of Nahapiet and Ghoshal, (1998), indicating that 
cooperation fosters networks of inquiry and engagement, which in turn drive 
innovation.

By exploring these influences within the context of Pakistan’s telecom industry, 
we emphasize the critical importance of IC to performance, especially given the 
rapid technological advancements in the sector. Limited attention has been given 
to these impacts in non-Western contexts (e.g., Gravili et al., 2020), and our study 
validates similar relationships in an emerging economy where institutional gaps 
are more pronounced and resource deficiencies underscore the significance of 
IC. Additionally, while previous literature Bontis et al., 2004) has established the 
broader effects of IC on work outcomes, our research offers a clearer distinction 
regarding the effects of IC on task performance in specific contexts, thus providing 
more nuanced insights for HR practices. Finally, as Soomro et al. (2024) identified 
gaps in the literature on IC, we have empirically examined the components of 
IC and their relationship to measurable performance outcomes, bridging the gap 
between theory and practice.

6. THEORETICAL CONTRIBUTION

By directly addressing the research’s objectives and questions, this study contributes 
significantly by providing insightful information on the constructs. The current study 
illustrates how IC components such as Employee Capital, Organizational Capital, 
and Social Capital have a direct impact on the employees’ task and contextual 
performance by analyzing the relationship between IC and EP. Because of its critical 
role in influencing employee performance, this research has broadened the focus 
on IC in telecom and other knowledge-based organizations. The findings contribute 
to the body of knowledge on intellectual capital and its uses in the workplace by 
demonstrating that IC is essential for improving employee performance in addition 
to providing a competitive edge.

7. PRACTICAL CONTRIBUTION

The current research findings’ practical implications concentrate on transforming 
theoretical ideas into functional organizational strategies, including a number of 
steps. Managers and practitioners in the telecom industry must create knowledge-
based and intensive hiring strategies to meet the growing internal needs for 
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employee capital that support the industry’s constantly expanding demands. The 
comprehensive suggestions are useful for maximizing business goals through the 
implementation of knowledge-sharing procedures.

8. CONCLUSION

This study provides theoretical and empirical evidence that IC plays a crucial 
role in enhancing employee performance in the telecom sector. Employee capital, 
organization capital and social capital have unique importance and must be used in 
an effective way. This will improve both components of employee’s performance 
i.e task performance and contextual performance. This shows that if employees 
show their skills, knowledge, experience, and competencies, making good use 
of organizational resources, and there exists a collaborative environment in the 
organization, then tasks will be performed in a better way, and employees show 
enthusiasm and efforts that would ultimately lead to better results. These results 
emphasize the value of investing in human capabilities, fostering a supportive 
organizational environment, and strengthening social relationships within the 
organization. This highlights the importance of continuous learning and professional 
development initiatives in building a competent and high-performing workforce. 
Collectively, these components of IC serve as valuable drivers of employee 
performance and overall organizational effectiveness. Taken together, these findings 
support the view that intellectual capital should be regarded as a critical asset in 
human resources and organizational strategy. Employee capital ensures individual 
capability, organizational capital provides structural and cultural support, and social 
capital enables collaborative synergy. When these forms of capital are nurtured 
and aligned, organizations are better positioned to achieve superior employee 
performance and, by extension, long-term competitive advantage.

9. LIMITATION AND RECOMMENDATION

The present study is limited to the telecom sector and might focus on a limited set 
of variables. This study proved a significant relationship between IC and employee 
performance. This research is cross-sectional. A longitudinal study can provide a 
deep understanding of the concept, and these concepts can be applied widely to 
other sectors. It is recommended to use the other components of IC to understand 
the holistic view of IC. Furthermore, the concept of Knowledge sharing and 
entrepreneurial culture can be applied to explore more insights in telecom and other 
industries. Future research should continue to explore the dynamic interactions 
among other components of IC and examine how they influence organizational 
outcomes in various cultural and industry contexts.
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