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Abstract Original Research Article

The study focused on the impact of Human capital on organizational performance among ADNOC employees in UAE.
The objective of the study was: To determine the contribution of human capital on organizational performance among
employees of ADNOC in UAE. The study employed exploratory and correlational research designs in order to
discover relationships among the study variables using the quantitative approach. The researcher also used the
positivism paradigm in order to sail through his research process. The independent variable was human capital and the
dependant variable was organisational performance among employees of ADNOC in UAE. The study population was
55,000 employees of ADNOC in UAE. The sample size was 382 people chosen using table developed by Morgan &
Kreijcie (1970). The researcher analyzed data using both descriptive statistics such as means, standard deviation and
inferential analyses such as structural path analysis.. The findings included: Human capital significantly predict
organizational performance. Recommendations of the study included: In sum, in order to improve the organizational
performance, the managerial activities should focus on enhancing human capital organisational practices. Managers
should always remember to give rewards to the best performing employees per year so that they can easily work hard
to achieve organisational strategies such as vision, mission and goals.

Keywords: Human capital, Practices, Organizational Performance, UAE.

Copyright © 2022 The Author(s): This is an open-access article distributed under the terms of the Creative Commons Attribution 4.0 International

License (CC BY-NC 4.0) which permits unrestricted use, distribution, and reproduction in any medium for non-commercial use provided the original
author and source are credited.

Practically, the plans development and management of
daily operations of oil exploration and extraction are
conducted by the Abu Dhabi National Oil Company
(ADNOC), which is the focus of this study. The goal of
ADNOC is to integrate oil and gas industry considering
their exploration, production, processing, transportation,

INTRODUCTION

There are many expanding and successful
business organizations in United Arab Emirates (UAE)
nowadays. A business success does not only depend on
the intelligence and hard work of the founder alone but

the whole workforce, starting from the lowest to the
highest position in an organization. Interest and
research on human capital and organizational
performance has notably increased among the
managements and academics (Ogunade, 2011).

In the current global economy, there is
significant impact of oil and gas industry that urges
industry specialists to promote effective and implement
strategic planning. More investments have been injected
towards projects regarding new technologies
implementation, new operational facilities development
and new infrastructure construction in both upstream
and downstream sectors. Such investments are justified
via proper definition of the objectives, policies and
strategies of the industry that have been established by
the Supreme Petroleum Council (SPC) in Abu Dhabi.

distribution and related activities in the UAE (EIA,
2017). Accordingly, ADNOC is attempting to lay down
proper management of the needed processes in order to
complete successful projects via objectives.

In the UAE, the Abu Dhabi National Oil
Company (ADNOC) and its Group of Companies laid
stress on the significance of competitiveness and skilled
workforce for the right positions in order to maintain
business growth (ADNOC, 2015). In fact, from the
many strategic priorities that it listed, ADNOC and its
Group of Companies stressed on the recruitment of
talented UAE nationals (ADNOC, 2015). The company
is committed to the government plan of the UAE when
it comes to creating opportunities for UAE nationals in
a transformation known as ‘Emiratization” (ADNOC,

Citation: Afnan AAMA Marzooqi, Norsamsinar B. Samsudin, Raja M. Y. B. R. Aziz. Human Capital and Organizational
Performance among Adnoc Employees in the United Arab Emirates. Sch J Arts Humanit Soc Sci, 2022 Apr 10(4): 162-170.

162




Afnan AAMA Marzooqi et al., Sch J Arts Humanit Soc Sci, Apr, 2022; 10(4): 162-170

2015). This is a strategy employed by the government
of the UAE directed towards the reliance on foreign
employees by maximizing the UAE citizens share and
participation in different sectors as established by a set
of policies and regulations pertaining to different
practices of employment (Bateman & Waxin, 2016).
While there is no consensus as to the way of
Emiratization, best practices include commitment to
Emiratization via leadership and human resource
organizational policies and processes implementation
that support such a feat (Rees, Mamman, & Braik,
2007).

Firms’ performance in terms of non-financial
(Internal Process, Learning and growth), and financial
performance can be considered as a human resource
issue. For the reason being firms’ performance is
considered as a result of employees’ knowledge, skills,
and attitude in developing and implementing effective
ideas, thus the performance is crucially depending on
effective Human Capital (HC) (Ma, Zhu, Meng, &
Teng, 2019).

LITERATURE REVIEW

For many years, human capital, with regards to
skills, knowledge and attitude of the company
personnel, was considered as an important element,
especially amongst the post-industrial organizations
(Mostafa 2005). The knowledge of the employees
increased their creativity and discovery, innovation and
inventiveness, which further increased the survival and
success rate of the organizations (Bendickson &
Chandler, 2019a; Brixiova et al., 2020; Iwamoto &
Suzuki, 2019a; Kianto et al., 2017a; Ma et al., 2019;
Sun et al., 2020a; Yeh et al., 2020).

Knowledge has been considered as an
important component of the organization’s success.
Many researchers (Spender 1994; Nonaka and Takeuchi
1995; Oliveira, Martins, & Lisboa, 2011; Park, Kim,
Yoon, & Joo, 2017; S. Singh, Srivastava, &
K.Srivastava, 2010; Zhou, 2012) stated that the
organizations and institutions use the knowledge of
their human capital for adding value to their future.

The knowledge of the employees can
significantly  affect  organizational  performance
(Spender 1994; Spender 1996; Krogh and Wallin 2011).
Some other researchers (Barney 1991; Becker 1993)
observed that the knowledge, which was unique, was a
vital parameter that increased the firm’s competitive
advantage. Winter (1987) stated that tacit knowledge
was an important asset possessed by any organization
since it is difficult to share or create. However, Nonaka
et al., (2006) argued that this tacit knowledge could be
shared amongst communities and groups, which helps
in connecting them and their knowledge. In this study,
the researcher investigated the relationship and effect of
knowledge possessed by the human capital on the

organizational performance in addition to other
parameters like competency and skill.

Another element that exists in the definition of
the human capital includes skills, which are defined as a
dynamic process that has strong interactive components
and is needed by the organisation from the modern
economy (Heckman 2000). The skills possessed by the
employees are derived from their motivation or ability
to learn from their environment or schools (Coleman
and Hoffer 1987). They are a necessity in the work
field, particularly during a job search (Ahmed, Asghar,
Malik, & Nawaz, 2020; Aledo Ruiz, Gutiérrez,
Martinez-Caro, & Cegarra-Navarro, 2017; Iwamoto &
Suzuki, 2019b; Kamukama & Sulait, 2017; Lopez
Rodriguez & Serrano Orellana, 2020).

Due to a changing global economy, there is a
need to appoint skilled individuals, who in turn, would
benefit the organizations with a minimal cost (Hamori,
Bonet, & Cappilli, 2011). Additionally, the skilled
human capital was considered by all organizations as a
source for delivering good-quality services (Snell and
Dean 1992). According to some researchers (Heckman
2000; Hamori et al., 2011), in order to improve the
organizational performance, the leaders and managers
must be able to retain the skilled and qualified
individuals in their corporations.

Seleim et al., (2007) conducted a study in
Saudi Arabia, where they investigated the relationship
between organizational performance and human capital.
The earlier studies confirmed their hypothesis that if the
employees were more knowledgeable and skilled, they
could show a higher effect on organizational
performance. In this study, the researchers explored the
relationship and the effect of the human capital (which
included knowledge, skills and competence), social
capital and the organizational culture (based on the
viewpoint of the private companies which represent the
employees) on the organizational performance.

Ulrich et al., (2007) stated that competency
acts in a similar manner as the other human capital
components, especially attitude. This includes the
abilities and knowledge of the workers, and their
willingness to apply their knowledge. Many researchers
noted the significance of employee attitude, along with
compassion and communication. Wright and Geroy
(2001) observed a dynamic equation between employee
attitude and job performance. In addition to skills and
knowledge, they stated that the interactions in the social
capital were necessary for acquiring the desired
organizational performance. They highlighted the need
for constantly learning all standards and rules of the
organizations, which were derived from the knowledge,
experience and competency of the human capital. In
this study, the researchers included attitude as a human
capital component which was hypothesized to affect the
organizational performance.
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In the UAE, the labor force participation is
nearly 80% which represents people aged 15 years old
and above (Human Development Indicators, 2016a). It
comes after Qatar in the aforementioned matter. When
comparing to the Arab countries specially Gulf
countries it lags ahead. Which indicates that the UAE
have a great Human capital that can be a great capital
for the country in general that could thrive the country
and improve its positions in all development indicators
which consequently will bring the UAE to the same
level of its Asian and western counterparts.

METHODOLOGY
Methods and Materials

Data Collection

The study employed an exploratory research
design including quantitative approach. The researcher
chose as Sample size of 382 employees in ADNOC
using a table developed by Morgan & Kreijcie (1970).
Amin (2005) noted that a researcher cannot study the
whole of the study population due to time and money
constraints and one must choose a few people to
represent others whereby the results can be generalized
to cover the whole of the target population in a certain
geographical area. The researcher used a survey
questionnaire to garner data from the field. The
questionnaire was employed because it gathers a lot of
information in a short period of time.

Sampling methods

The researcher used simple random sampling
and stratified random sampling methods. The former
was employed because participants were able to have
equal chances of being selected to participate in the

study while the later was also utilized because all
categories of people had to be represented in the study.

Data analysis

The researcher used both descriptive statistics
such as tables, frequencies, percentages, means,
standard deviations and inferential analyses such as
structural path analysis to present and summarize data
or findings from the field for a successful research
study.

RESULTS

The following are the results concerning Human
capital and organizational performance among
ADNOC employees in the UAE.

Knowledge (KN)

Table 1 presents the frequency, percentage,
mean and standard deviation of each item, which
measures knowledge among respondents. A respondent
is asked to indicate their opinion which is measured on
a five-point scale ranging from 1 (strongly disagree) to
5 (strongly agree).

Generally, the results indicate the overall
respondents’ mean score for knowledge in the current
study is 4.58 with a standard deviation of 0.543,
indicate that the respondents agreed that they can learn
what is necessary for new task, refer to best practices
and apply them to the task, use the Internet to obtain
knowledge to the task, obtain useful information from
brainstorming meetings without spending too much
time, search information for tasks from various
knowledge sources administered by the organization,
understand computer programs needed to perform the
tasks and use them well, and they are ready to accept
new knowledge and apply it to the tasks when
necessary.

Table 1: Mean and standard deviation of knowledge

No. Items

1 2 3 4 5 M SD | Rank
n n n n n
% | % % %

BN

KN1 | Employee can learn what is necessary for new task

1 3 162 | 207 | 454 | 530 |6
0.3 0.8 ]434 |555

task

KN2 | Employee can refer to best practices and apply them to the

1 5 167 | 200 | 452 | 0.542 | 7
03|13 |448 |536

KN3 | Employee can use the Internet to obtain knowledge to the task

0 1 131 | 240 | 463 | 0520 |1
3|0 0.3 | 351|643

meetings without spending too much time

KN4 | Employee can obtain useful information from brainstorming

4 5 136 | 228 | 4.58 | 0.580 | 4
1113|365 611

administered by the organization

KN5 | I search information for tasks from various knowledge sources

2 3 131 | 237 | 462 | 0534 | 2
05]08]351]635

and use them well

KN6 | I understand computer programs needed to perform the tasks

1 5 136 | 230 | 459 | 0.564 | 3
3103|113 |365] 617

ol |o|o|lo|lo|o|r|o|o|jo|o

Total

4.58 | 0.534

Source: Survey
Note: n=frequency; %=percentage; 1= strongly Disagree 2=Disagree; 3= Neutral; 4= Agree; 5= strongly Agree; M=Mean;
SD=Standard Deviation
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Skills (SK)

Table 2 presents the frequency, percentage,
mean and standard deviation of each item, which
measures skills among respondents. A respondent is
asked to indicate their opinion which is measured on a
five-point scale ranging from 1 (strongly disagree) to 5
(strongly agree).

Generally, the results indicate the overall
respondents’ mean score for skills in the current study

is 4.525 with a standard deviation of 0.531, indicate that
the respondents agreed that they are able to change
decisions based upon new information, respects the
thoughts and opinions of others in the team, identify
potential problems readily, willingly contribute
solutions to resolve problems, recognize conflict, they
are effective in doing their work, and qualified to do the
job well.

Table 2: Mean and standard deviation of skills

No. Items

1 2 3 4 5 M SD | Rank

n n n n n
% | % % % %

information

SK1 | Employee is able to change decisions based upon new

6 175 | 191 | 449 | 0531 |4
16 | 469|512

w

team

SK2 | Employee respects the thoughts and opinions of others in the

6 185 | 182 | 449 | 0547 |5
1.6 | 49.6 | 48.8

SK3 | Employee can identify potential problems readily

7 169 | 195 | 447 | 0531 |7
19 |453|523

wn

SK4 | Employee willingly contribute solutions to resolve problems

6 143 | 224 | 449 | 0.566 | 6
16 | 383|601

SK5 | Employee recognizes conflict

144 | 100 | 51 458 | 0525 |1
354 | 246 | 125

SK6 | Employee is effective in doing my work

7 150 | 216 | 457 | 0527 |2
19 1402|579

SK7 | Employee is qualified to do the job well

4 157 | 212 | 456 | 0534 |3
11 | 42.1 | 56.8

(=] f=] [e] [w) [w) [w) [ [e) fe] fe) fe ) fa)l el Fe]
(=] f=] [e] [w) [w) [ [} fe) ol | V] [} ol e ) §

Total

4.525 | 0.531

Source: Survey
Note: n=frequency; %=percentage; 1= strongly Disagree 2=Disagree; 3= Neutral; 4= Agree; 5= strongly Agree; M=Mean; SD=Standard Deviation

Attitude (ATT)

Table 3 presents the frequency, percentage,
mean and standard deviation of each item, which
measures attitude among respondents. A respondent is
asked to indicate their opinion which is measured on a
five-point scale ranging from 1 (strongly disagree) to 5
(strongly agree).

Generally, the results indicate the overall
respondents’ mean score for attitude in the current study

is 4.43 with a standard deviation of 0.717, indicate that
the respondents agreed that their co-workers appreciate
their work contributions, they receive recognitions from
their supervisor when they do a good job, their
supervisor communicates the importance of valuing
diversity, their supervisor encourges their career growth
and development, the pay is fair to the job they do, their
job description accurately describes their duties, and
they get the professional development they need to
succeed at their job.

Table 3: Mean and standard deviation of attitude

No. Items

1 2 3 4 5 M SD Rank
n n n n n
% | % | % | % %

ATT1 | My co-workers appreciate my work contributions

0 7 14 | 145 | 207 | 4.48 | 0.662 | 1
0 19 | 3.8 | 389 | 555

job

ATT2 | | receive recognitions from my supervisor when | do a good | 3 4 15 | 166 | 185 | 441 | 0.69 | 6

08| 11]4.0]445 | 496

diversity

ATT3 | My supervisor communicates the importance of valuing | 2 1 14 | 169 | 187 | 444 | 0635 | 3

05]03|38]453]501

ATT4 | My supervisor encourages my career growth and development | 2 5 14 | 145 | 207 | 447 | 0.686 | 2

05)13[38]389]|555

ATT5 | My pay is fair for the work | do

9 14 | 26 | 142 | 182 | 4.27 |1 0924 | 7
24138 |70]381) 488

Total

443 | 0.717

Source: Survey
Note: n=frequency; %=percentage; 1= strongly Disagree 2=Disagree; 3= Neutral; 4= Agree; 5= strongly Agree; M=Mean; SD=Standard Deviation
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Power Distance (PD)

Table 4presents the frequency, percentage,
mean and standard deviation of each item, which
measures power distance among respondents. A
respondent is asked to indicate their opinion which is
measured on a five-point scale ranging from 1 (strongly
disagree) to 5 (strongly agree).

Generally, the results indicate the overall
respondents’ mean score for power distance in the

current study is 1.48 with a standard deviation of 0.77,
indicate that the respondents disagreed that managers
should make most decisions without consulting
subordinates, manager should not ask subordinates for
advice, because they might appear less powerful,
decision-making power should stay with top
management in the organisation and not to delegate to
lower level employees.

Table 4: Mean and standard deviation of power distance

No. | Items

1 2 3 4 5
n n n n n M SD Rank
% % | % | % | %

PD1 | Managers should make most decisions without
consulting subordinates

242 1102 |15 |9 5 1.48 | 0.798 | 2

649|273 |4 24113

PD2 | Manager should not ask subordinates for advice,
because they might appear less powerful

237 | 118 | 7 9 2 1451 0.704 | 3

6351316 |19]24]05

PD3 | Decision-making power should stay with top
management in the organization and not to
delegate to lower level employees

229 | 112 118 |9 5 15210808 | 1

614300 48|24 |13

Total

1.48 | 0.77

Source: Survey
Note: n=frequency; %=percentage; 1= strongly Disagree 2=Disagree; 3= Neutral; 4= Agree; 5= strongly Agree;
M=Mean; SD=Standard Deviation

DISCUSSION
1. Knowledge

Generally, the results indicate the overall
respondents’ mean score for knowledge in the current
study is 4.58 with a standard deviation of 0.543,
indicate that the respondents agreed that they can learn
what is necessary for new task, refer to best practices
and apply them to the task, use the Internet to obtain
knowledge to the task, obtain useful information from
brainstorming meetings without spending too much
time, search information for tasks from various
knowledge sources administered by the organization,
understand computer programs needed to perform the
tasks and use them well, and they are ready to accept
new knowledge and apply it to the tasks when
necessary.This finding was in agreement with the study
conducted by Sun,Li & Ghosal (2020) on Human
capital and innovations who found out that possession
of knowledge by human resources leads to superior
performance in any organisation.

2 Skills

Generally, the results indicate the overall
respondents’ mean score for skills in the current study
is 4.525 with a standard deviation of 0.531, indicate that
the respondents agreed that they are able to change
decisions based upon new information, respects the
thoughts and opinions of others in the team, identify
potential problems readily, willingly contribute
solutions to resolve problems, recognize conflict, they
are effective in doing their work, and qualified to do the
job well.This finding did not concur with the findings of

the study conducted by Yeh, Tseng & Lim (2020) on
Human capital and organisational forgetting who found
out that poor technological advancements leads to
defiency in current information and therefore not being
able for workers to influence informed decisions.

3 Attitudes

Generally, the results indicate the overall
respondents’ mean score for attitude in the current study
is 4.43 with a standard deviation of 0.717, indicate that
the respondents agreed that their co-workers appreciate
their work contributions, they receive recognitions from
their supervisor when they do a good job, their
supervisor communicates the importance of valuing
diversity, their supervisor encourges their career growth
and development, the pay is fair to the job they do, their
job description accurately describes their duties, and
they get the professional development they need to
succeed at their job.This finding was in consonance
with the study conducted by Saez (2018) on Continuous
Innovations in Hotel Industry who found out that better
rewards managment in any organisation motivates
employees, improves diversity managment and
encourages the spirit of professionalism.

CONCLUSION

ADNOC employees in the UAE agreed that
they can learn what is necessary for new task, refer to
best practices and apply them to the task, use the
Internet to obtain knowledge to the task, obtain useful
information from brainstorming meetings without
spending too much time, search information for tasks
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Afnan AAMA Marzooqi et al., Sch J Arts Humanit Soc Sci, Apr, 2022; 10(4): 162-170

from various knowledge sources administered by the
organization, understand computer programs needed to
perform the tasks and use them well, and they are ready
to accept new knowledge and apply it to the tasks when
necessary.

ADNOC employees in the UAE are able to
change decisions based upon new information, respects
the thoughts and opinions of others in the team, identify
potential problems readily, willingly contribute
solutions to resolve problems, recognize conflict, they
are effective in doing their work, and qualified to do the
job well

The co-workers of ADNOC employees in the
UAE appreciate their work contributions, they receive
recognitions from their supervisor when they do a good
job, their supervisor communicates the importance of
valuing diversity, their supervisor encourges their
career growth and development, the pay is fair to the
job they do, their job description accurately describes
their duties, and they get the professional development
they need to succeed at their job.

RECOMMENDATION ON FUTURE RESEARCH

The effect of other resources on organizational
performance apart from human capital such as:
Financial resources, material resources, land and
Entrepreneurship.

REFERENCES

e ADNOC. (2015). ADNOC GROUP
SUSTAINABILITY REPORT.

e ADNOC. (2017). ADNOC Corporate Review.

e Ahmed, Z., Asghar, M. M., Malik, M. N., &
Nawaz, K. (2020). Moving towards a sustainable
environment: The dynamic linkage between natural
resources, human capital, urbanization, economic
growth, and ecological footprint in China.
Resources Policy, 67(April), 101677.
https://doi.org/10.1016/j.resourpol.2020.101677

e McLean IS success model with self-efficacy.
International Journal of Information and Learning
Technology, 1JILT-11-2017-0116.
https://doi.org/10.1108/1JILT-11-2017-0116

e Ruiz, M. D., Gutiérrez, J. O., Martinez-Caro, E., &
Cegarra-Navarro, J. G. (2017). Linking an
unlearning context with firm performance through
human capital. European Research on Management
and Business Economics, 23(1), 16-22.
https://doi.org/10.1016/j.iedeen.2016.07.001

e Aleklett, K. (2012). Peeking at Peak Oil. Retrieved
from
https://books.google.com.my/books?id=pANo005
WaK8C

e Alhammadi, M. (2017). ADNOC..Successful
Stroy. Retrieved September 20, 2019, from
alittihad website:

http://alittihad.ae/columnsdetails.php?category=1&
column=59&id=60925&y=2017

Alhammadi, Y., Tham, J.,, & Azam, S. M. F.
(2020). LEADERS * BEHAVIOUR AND
SITUATIONAL FACTORS ON THE
ORGANIZATIONAL PERFORMANCE AT ABU
DHABI NATIONAL OIL COMPANY ( ADNOC
). European Journal of Management and Marketing
Studies, 5(2), 38-73.
https://doi.org/10.5281/zenodo.3740051

Ali, S., Peters, L. D., Khan, I. U., Ali, W., & Saif,
N. (2020). Organizational Learning and Hotel
Performance: The Role of Capabilities’ Hierarchy.
International Journal of Hospitality Management,
85(June 2019), 102349.
https://doi.org/10.1016/j.ijhm.2019.102349

Alwis, D. (2004). The role of intellectual capital in
organisational value creation: an application of a
theoretical model to two case studies,. Brunel
University, UK.

Amor, A. M., Vazquez, J. P. A., & Faina, J. A
(2020). Transformational leadership and work
engagement : Exploring the mediating role of
structural empowerment. European Management
Journal Journal, 38(1), 169-178.
https://doi.org/10.1016/j.em;j.2019.06.007

Awang, Z. (2014). Structural Equation Modeling
Using AMOS. Shah Alam.Malaysia: University
Teknologi MARA Publication Center.

Barney, J. B., & Arikan, A. M. (2001). The
Resource-based View :Origins and Implications. In
The Blackwell Handbook of Strategic Management
(pp. 123-182).
https://doi.org/10.1111/b.9780631218616.2006.000
06.x

Barney, J., Wright, M., & David J. Ketchen, J.
(2001). The resource-based view of the firm: Ten
years after 1991. Journal of Management, 27(6),
625-641.
https://doi.org/10.1177/014920630102700601
Bateman, R., & Waxin, M. (2016). Human
Resource Management In The United Arab
Emirates. In Handbook of Human Resource
Management in the Middle East.
https://doi.org/10.4337/9781784719524.00015
Batsakis, G., Wood, G., Azar, G., & Singh, S.
(2018). International diversification and firm
performance in the post-acquisition period: A
resource dependence perspective. Journal of
Business Research, 93(March 2017), 151-159.
https://doi.org/10.1016/j.jbusres.2018.02.025
Becker, B., & Gerhart, B. (1996). The Impact of
Human Resource Management on Organizational
Performance: Progress and Prospects. The
Academy of Management Journal, 39(4), 779-801.
Butt, G. (2001). Oil and Gas in the UAE. In I. Al-
Abed & P. Hellyer (Eds.), United Arab Emirates: A
New Perspective (pp. 231-248). London: Trident
Press Ltd.

[ © 2022 Scholars Journal of Arts, Humanities and Social Sciences | Published by SAS Publishers, India [ 167 |




Afnan AAMA Marzooqi et al., Sch J Arts Humanit Soc Sci, Apr, 2022; 10(4): 162-170

Chan, K. Y., & Drasgow, F. (2001). Toward a
Theory of Individual Differences and Leadership.
The Journal of Applied Psychology, 86, 481-498.
Chemers, M. M. (2002). Efficacy and
effectiveness: Integrating models of leadership and
intelligence. Classic Readings in Organizational
Behavior, 114-131.

Chen, C.-J., & Huang, J.-W. (2009). Strategic
human resource practices and innovation
performance — The mediating role of knowledge
management capacity. Journal of Business
Research, 62(1), 104-114.
https://doi.org/https://doi.org/10.1016/j.jbusres.200
7.11.016

Chen, F., Meng, Q., & Li, X. (2018). Cross-border
post-merger integration and technology innovation:
A resource-based view. Economic Modelling,
68(July 2017), 229-238.
https://doi.org/10.1016/j.econmod.2017.07.012
Dong, D., Gao, X., Sun, X., & Liu, X. (2018).
Factors affecting the formation of copper
international trade community: Based on resource
dependence and network theory. Resources Policy,
57(March), 167-185.
https://doi.org/10.1016/j.resourpol.2018.03.002
Dulebohn, J. H., Bommer, W. H., Liden, R. C.,
Brouer, R. L., & Ferris, G. R. (2011). A Meta-
Analysis of Antecedents and Consequences of
Leader-Member Exchange: Integrating the Past
With an Eye Toward the Future. Journal of
Management, 38(6), 1715-1759.
https://doi.org/10.1177/0149206311415280
Dzinkowski, R. (2000). The Measurement and
Management of Intellectual Capital: An
Introduction. Management Accounting, 78.

EIA. (2017). UNITED ARAB EMIRATES.
Retrieved May 25, 2018, from
https://www.eia.gov/beta/international/analysis.php
?is0=ARE

Heffernan, M., Harney, B., Cafferkey, K., &
Dundon, T. (2016). Exploring the HRM-
performance relationship: the role of creativity
climate and strategy. Employee Relations, 38(3),
438-462. https://doi.org/10.1108/ER-06-2015-0110
Jung, D. I, & Avolio, B. J. (1999). Effects of
Leadership Style and Followers’” Cultural
Orientation on Performance in Group and
Individual Task Conditions. The Academy of
Management Journal, 42(2), 208-218.
https://doi.org/10.2307/257093

Krejcie, R. V, & Morgan, D. W. (1970).
DETERMINING SAMPLE SIZE FOR
RESEARCH ACTIVITIES. EDUCATIONAL
AND PSYCHOLOGICAL MEASUREMENT, 38,
607-610.

Likert, R. (1961). New patterns of management.
McGraw-Hill.

Lépez Rodriguez, J., & Serrano Orellana, B.
(2020). Human capital and export performance in

the Spanish manufacturing firms. Baltic Journal of
Management, 15(1), 99-1109.
https://doi.org/10.1108/BJM-04-2019-0143

Lord, R., de Vader, C., & Alliger, G. (1986). A
Meta-Analysis of the Relation Between Personality
Traits and Leadership Perceptions. An Application
of Validity Generalization Procedures. Journal of
Applied Psychology, 71, 402-410.

Lowry, P. B., & Gaskin, J. (2014). Partial least
squares (PLS) structural equation modeling (SEM)
for building and testing behavioral causal theory:
When to choose it and how to use it. IEEE
Transactions on Professional Communication,
57(2), 123-146.

Lu, W., Wei, Y., & Wang, R. (2020). Handling
inter-organisational conflict based on bargaining
power: Organisational power distance orientation
matters. International Journal of  Conflict
Management, (71772135).
https://doi.org/10.1108/IJCMA-06-2019-0092

Luo, A., Guchait, P., Lee, L., & Madera, J. M.
(2019). International Journal of Hospitality
Management Transformational leadership and
service recovery performance : The mediating e ff
ect of emotional labor and the in fl uence of
culture. International Journal of Hospitality
Management, 77(1), 31-39.
https://doi.org/10.1016/j.ijhm.2018.06.011

M. Amabile, T. (1998). How to Kill Creativity.
Harvard Business Review, 76, 76-87,186.

Murphy, A. J. (1941). A study of the leadership
process. American Sociological Review, 6, 674—
687. https://doi.org/10.2307/2085506

Musteen, M., & Ahsan, M. (2013). Beyond Cost:
The Role of Intellectual Capital in Offshoring and
Innovation in

Young Firms. Entrepreneurship Theory and
Practice, 37(2), 421-434.
https://doi.org/10.1111/j.1540-6520.2011.00477.x
OECD. (2004). OECD Principles of Corporate
Governance 2004. France: OECD
PUBLICATIONS.

Offermann, L. R., & Hellmann, P. S. (1997).
Culture’s Consequences for Leadership Behavior:
National Values in Action. Journal of Cross-
Cultural Psychology, 28(3), 342-351.
https://doi.org/10.1177/0022022197283008
OGUNADE, A. 0. (2011). Human Capital
Investment in the Developing World: an Analysis
of Praxis. Seminar Research Paper Series, Paper
38. Wiley.

Oliveira, T., Martins, M. F., & Lisboa, U. N. De.
(2011). Literature Review of Information
Technology Adoption Models at Firm Level. 14(1),
110-121.

Olve, N. G, Roy, J., & Wetter, M. (1999).
Performance drivers: A practical guide to using the
balanced scorecard. Retrieved from

[ © 2022 Scholars Journal of Arts, Humanities and Social Sciences | Published by SAS Publishers, India [ 168 |




Afnan AAMA Marzooqi et al., Sch J Arts Humanit Soc Sci, Apr, 2022; 10(4): 162-170

https://books.google.com.my/books?id=ZU_mMA
AACAAJ

Ouchi, W., & Wilkins, A. (1981). Organizational
Culture. Annual Review of Sociology, 11, 457—
483.

Palacios-Marqués, D., Garcia, M. G., Sanchez, M.
M., & Mari, M. P. A (2019). Social
entrepreneurship and organizational performance:
A study of the mediating role of distinctive
competencies in marketing. Journal of Business
Research, 101(June 2018), 426-432.
https://doi.org/10.1016/j.jbusres.2019.02.004
Probst, A. (2009). erformance Measurement,
Benchmarking & Outcome-Based Budgeting for
Wisconsin Local Government (2nd Editio; Local
Government Center, Ed.). Wisconsin: University of
Wisconsin-Extension.

Rezvani, A., Dong, L., & Khosravi, P. (2017).
Promoting the continuing usage of strategic
information systems: The role of supervisory
leadership in the successful implementation of
enterprise  systems. International Journal of
Information  Management, 37(5), 417-430.
https://doi.org/10.1016/j.ijinfomgt.2017.04.008
Riggio, R. E., & Bass, B. M. (1997).
Transformational Leadership: Industrial, Military,
and Educational Impact (1st ed.). New York,
London: Psychology Press.

Rivard, S., Raymond, L., & Verreault, D. (2006).
Resource-based view and competitive strategy: An
integrated model of the contribution of information
technology to firm performance. The Journal of
Strategic Information Systems, 15(1), 29-50.
https://doi.org/https://doi.org/10.1016/j.jsis.2005.06
.003

Rockstuhl, T., Dulebohn, J. H., Ang, S., & Shore,
L. M. (2012). Leader—-member exchange (LMX)
and culture: A meta-analysis of correlates of LMX
across 23 countries. Journal of Applied
Psychology, Vol. 97, pp. 1097-1130.
https://doi.org/10.1037/a0029978

Roos, J., Roos, G., Dragonetti, N. C., & Edvinsson,
L. (1997). Intellectual Capital: Navigating in the
New Business Landscape. NYU Press.

Roscoe, J. T. (1979). Fundamental Research
Statistics for the Behavioral Sciences (2nd ed.).
New York: Hotl, Rinehart & Wilson.

Sekaran, U. (2009). Research Methods for
Business: A skill building approach (5th editio).
John Wiley & Sons.

Singh, S. K., Gupta, S., Busso, D., & Kamboj, S.
(2019a). Top management knowledge value,
knowledge sharing practices, open innovation and
organizational performance. Journal of Business
Research, (November 2018), 1-11.
https://doi.org/10.1016/j.jbusres.2019.04.040
Smith, K. G., Collins, C. J., & Clark, K. D. (2005).
Existing  Knowledge, Knowledge Creation
Capability, and the Rate of New Product

Introduction in High-Technology Firms. The
Academy of Management Journal, 48(2), 346-357.
Snell, S., & Dean, J. W. J. (1992). Integrated
Manufacturing and Human Resource Management:
A Human Capital Perspective. Academy of
Management Journal, 35.

Song, M., Zhao, X., Shang, Y., & Chen, B. (2020).
Realization of green transition based on the anti-
driving mechanism: An analysis of environmental
regulation from the perspective of resource
dependence in China. Science of the Total
Environment, 698.
https://doi.org/10.1016/j.scitotenv.2019.134317
Sun, X., Li, H., & Ghosal, V. (2020a). Firm-level
human capital and innovation: Evidence from
China. China Economic Review, 59(November
2019), 101388.
https://doi.org/10.1016/j.chieco.2019.101388
Ubeda-Garcia, M., Claver-Cortés, E., Marco-
Lajara, B., Garcia-Lillo, F., & Zaragoza-Séez, P. C.
(2018). Continuous innovation in the hotel
industry: The development of organizational
ambidexterity  through human capital and
organizational  culture in  Spanish  hotels.
International Journal of Contemporary Hospitality
Management, 30(12), 3609-3631.
https://doi.org/10.1108/IJCHM-06-2017-0326
Ullman, J. B. (2006). Structural equation modeling:
reviewing the basics and moving forward. J Pers
Assess, 87(1), 35-50.

Ulrich, D., Brockbank, W., Johnson, D., &
Younger, J. (2007). Human resource competencies:
Responding to increased expectations. Employment
Relations Today, 34(3), 1-12.
https://doi.org/10.1002/ert.20159

W. Yunker, G., & Hunt, J. G. (1976). An empirical
comparison of the Michigan four-factor and ohio
state LBDQ leadership scales. Organizational
Behavior and Human Performance, 17, 45-65.
Wang, H., Tsui, A, & Xin, R. (2011). CEO
leadership behaviors, organizational performance,
and employees’ attitudes. The Leadership
Quarterly, 22, 92-105.

Wang, J. J., & Lalwani, A. K. (2019). The distinct
influence of power distance perception and power
distance values on customer satisfaction in
response to loyalty programs. International Journal
of Research in Marketing, 36(4), 580-596.
https://doi.org/10.1016/j.ijresmar.2018.11.006
Wang, J. J., Torelli, C. J., & Lalwani, A. K. (2020).
The interactive effect of power distance belief and
consumers’ status on preference for national (vs.
private-label)  brands. Journal of Business
Research, 107(September 2019), 1-12.
https://doi.org/10.1016/j.jbusres.2019.10.001
Wang, L., Huang, M., & Liu, M. (2018). How
founders’ social capital affects the success of open-
source projects: A resource-based view of project
teams. Electronic Commerce Research and

[ © 2022 Scholars Journal of Arts, Humanities and Social Sciences | Published by SAS Publishers, India [ 169 |




Afnan AAMA Marzooqi et al., Sch J Arts Humanit Soc Sci, Apr, 2022; 10(4): 162-170

Applications, 30(May), 51-61.
https://doi.org/10.1016/j.elerap.2018.05.003
Wang, W., & Chang, C. (2005). Intellectual capital
and performance in causal models: Evidence from
the information technology industry in Taiwan.
Journal of Intellectual Capital, 6(2), 222-236.
https://doi.org/10.1108/14691930510592816
Wright, P. M., McMahan, G. C., & McWilliams,
A. (1994). Human resources and sustained
competitive  advantage: a  resource-based
perspective. The International Journal of Human
Resource Management, 5(2), 301-326.
https://doi.org/10.1080/09585199400000020

Wu, W., Chang, M., & Chen, C. (2008). Promoting
innovation through the accumulation of intellectual
capital, social capital, and entrepreneurial
orientation. R&D Management, 38(3), 265-277.
https://doi.org/10.1111/1467-9914.00120-i1

Xia, D., Li, Y., He, Y., Zhang, T., Wang, Y., & Gu,
J. (2019). Exploring the role of cultural
individualism and  collectivism on  public
acceptance of nuclear energy. Energy Policy,
132(April), 208-215.
https://doi.org/10.1016/j.enpol.2019.05.014

Xiong Chen, Z., & Aryee, S. (2007). Delegation
And Employee Work Outcomes: An Examination
Of The Cultural Context Of Mediating Processes In
China. Academy of Management Journal, 50(1),
226-238.
https://doi.org/10.5465/amj.2007.24162389

Xu, C., & Bell, L. (2016). Worldwide crude oil
reserves down , production holds steady. In Qil and
Gas Financial Journal.

Yang, C., Chen, Y., Zhao, X. (Roy), & Hua, N.
(2020). Transformational leadership , proactive
personality and service performance The mediating
role of organizational embeddedness. International
Journal of Contemporary Hospitality Management,
32(1), 267-287. https://doi.org/10.1108/1IJCHM-
03-2019-0244

Yang, J. S. (2019). Differential moderating effects
of collectivistic and power distance orientations on
the effectiveness of work motivators. Management
Decision, 58(4), 644-665.
https://doi.org/10.1108/MD-10-2018-1119

Yang, Jen-Te. (2004). Job-related knowledge
sharing: comparative case studies. Journal of
Knowledge  Management,  8(3), 118-126.
https://doi.org/10.1108/13673270410541088

Yang, Jin, Liu, H., & Gu, J. (2017). A multi-level
study of servant leadership on creativity: The roles
of self-efficacy and power distance. Leadership and
Organization Development Journal, 38(5), 610—
629. https://doi.org/10.1108/LODJ-10-2015-0229
Yeh, L. T., Tseng, M. L., & Lim, M. K. (2020).
Assessing the carry-over effects of both human
capital and organizational  forgetting on
sustainability performance using dynamic data
envelopment analysis. Journal of Cleaner
Production, 250, 119584,
https://doi.org/10.1016/j.jclepro.2019.119584
Ying, S., Sindakis, S., Aggarwal, S., Chen, C., &
Su, J. (2020). Managing big data in the retail
industry of Singapore: Examining the impact on
customer  satisfaction  and  organizational
performance. European Management Journal,
(xxxx). https://doi.org/10.1016/j.em;j.2020.04.001
Youndt, M. A., Subramaniam, M., & Snell, S. A.
(2004). Intellectual  Capital  Profiles:  An
Examination of Investments and Returns*. Journal
of Management Studies, 41(2), 335-361.
https://doi.org/10.1111/j.1467-6486.2004.00435.x
Yu, P. L. (2017). Innovative culture and
professional skills: The wuse of supportive
leadership and individual power distance
orientation in IT industry. International Journal of
Manpower, 38(2), 198-214.
https://doi.org/10.1108/1JM-10-2014-0214

Zhang, H., & Song, M. (2019). Do power distance
and market information foster or impede
performance of Chinese new ventures?: The
moderating role of market growth. Chinese
Management Studies, 13(4), 877-894.
https://doi.org/10.1108/CMS-04-2018-0472

Zhou, T. (2012). Understanding users’ initial trust
in mobile banking: An elaboration likelihood
perspective. Computers in Human Behavior, 28(4),
1518-1525.
https://doi.org/10.1016/j.chb.2012.03.021
Zikmund, W. G., Babin, B. J, Carr, J. C., &
Griffin, M. (2010). Business Research Methods
(Eighth). Cengage Learning.

Zou, C., Zhao, Q., Zhang, G., & Xiong, B. (2016).
Energy revolution: From a fossil energy era to a
new energy era. Natural Gas Industry B, 3(1), 1-
11.
https://doi.org/https://doi.org/10.1016/j.ngib.2016.0
2.001

[ © 2022 Scholars Journal of Arts, Humanities and Social Sciences | Published by SAS Publishers, India [ 170 |




