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Abstract 

Intellectual capital considers intangible efforts that complete each other. The conversion of efforts and 

knowledge into valuable assets has come to be known as intellectual capital. This study aims to examine the 

impact of intellectual capital on the job performance of faculty members at universities. The study used a 

cross-sectional design. The study population was the academic staff at Jordanian universities. The participants 

were chosen randomly from different faculties. The study relied on a quantitative method, and the tool for data 

collection was a questionnaire. The results found that the intellectual capital at universities was high, and the job 

performance of these universities was also high. In addition, the study found a highly positive impact of 

intellectual capital on job performance. This study discovers the impact of intellectual capital on the job 

performance of faculty members at universities. It also draws attention to the importance of intellectual capital in 

enhancing university performance. This study is useful for decision-makers at universities to maintain their 

performance and improve the higher-education system in Jordan. 
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1. Introduction 

Intellectual capital is considered as the main source of innovation and creativity and it accounts for any 

organisation’s success. In addition, it is the catalyst and initiator for the achievements and developments of 

organisations. This means that organisations must be willing to expend effort in order to attract and obtain 

intellectual capital and therefore the competitive advantage. Organisations are required to work hard to maintain 

and develop their services in a technique that differentiates them from other competitors to ensure their 

continuity and survival (Hussinki, Ritala, Vanhala & Kianto, 2017). 

Intellectual capital has been defined as the hidden value that adds benefit to an organisation (Gupta, Massa, & 

Azzopardi, 2016). This is because the intellectual asset is invisible, and also does not appear in the financial 

statements. In addition, intellectual capital has a significant effect on employee performance, and as a result, it 

can affect organisational performance (Li, Song, Wang & Li, 2019) . Intellectual capital can lead to improved 

performance and can be used as an assessment instrument to create sustainable staff who will be able to meet the 

future needs of the organisation. Although intellectual capital enhances the quality of services and makes an 

organisation more competitive, unfortunately, some organisations ignore the importance of human resources 

because they are not aware that human resources are a component of intellectual capital (Gupta, Massa, & 

Azzopardi, 2016). 

Many studies have emphasised that organisations need to be superior and creative in their ideas and services. 

Moreover, they want to provide effective and efficient solutions to address current and future issues in order to 

attain excellent results through intellectual capital (Obeidat, Tarhini, Masa’deh & Aqqad, 2017). 

Decision-makers in organisations need to be aware of business processes, gather accurate information to make 

correct and practical decisions, adopt or create new procedures and strategies, focus on intellectual capital to 

achieve successful job performance, develop a sustainable plan to maintain intangible resources, and achieve a 
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competitive market share.   

Generally, in recent years, intangible assets have been considered a significant source of innovation and 

development for entities. Many international and national organisations have emphasised the significant role of 

intangible assets, including; the European Commission, The Organisation for Economic Co-operation and 

Development (OECD), the World Bank, BNDES in Brazil, and METI in Japan (Bounfour, 2018). According to 

the OECD (2013), knowledge-based capital accounts for 5% - 11 % of the Gross Domestic Product (GDP) in 

many countries, and shows a greater role in the growth of productivity than tangible capital.  

Business investment in non-physical assets produces knowledge-based capital (KBC) such as data, software, 

research and development (R&D), new organisational processes, patents, specific designs, and skills. Several 

OECD countries and some non-OECD countries have increased their investment in KBC faster than other 

investments such as physical capital (equipment, machinery and buildings). Increasing the investment in KBC 

amplifies the significance of getting human capital policies right, because human capital is considered the basis 

of KBC. Research in the United States of America mentions that there is a deficit of many analysts and managers 

with a suitable understanding of the importance of data in business.  Business investment in KBC seeks to 

better align programmers and curricula with the needs of the business. In many countries where educational 

attainment is already considered high, efforts to improve the quality of education are highly appreciated 

(Organisation for Economic Co-operation and Development, 2013).  

According to popular belief, intellectual capital is associated with the concept of the intangible asset which is 

normally used by accountants, the knowledge asset concept which is used by economists, and the intellectual 

capital concept which is used by managers and leaders. However, all of these concepts refer to the intangible 

worth which is connected to an organisation’s employees, customers, management, and other stakeholders. 

Intellectual capital includes the contents of employees’ minds and also the compound intangible structure that 

surrounds them (Ariff, Islam, & Van, 2016). Intellectual capital considers intangible efforts that complete each 

other. The conversion of efforts and knowledge into a valuable asset has come to be known as intellectual capital. 

Todericiu and Serban (2015) emphasise that intellectual capital considers a group of knowledge assets that are 

credited to any company or organisation and most considerably support and improve the competitive place of the 

company or organisation through adding value to defined stakeholders. 

Rehman, Chaudhary, Rehman and Zahid (2011) mention that intellectual capital is defined as everything in the 

organisation that contributes to giving it a competitive advantage. It could be split into a verity of domains such 

as human capital, intellectual assets, intellectual property, structural capital, and relational capital. 

Job performance is an important matter for-profit or non-profit organisation. Even though job performance is an 

essential factor in business, it is a compound and complicated phenomenon, because it is affected by organisation 

manager efforts, heterogeneous market conditions, and time.  Job performance is the ability of an organisation 

to meet its goals, customers’ needs, and growth in a sustainable manner. An organisation’s performance can be 

affected as a result of the variation of organisation resources including both intangible and tangible resources 

(Obeidat, Abdallah, Aqqad, Akhoershiedah & Maqableh, 2016). Consequently, enhancing job performance does 

not merely rely on the effective placement of tangible resources but also on intangible resources such as 

knowledge management and employee behaviour. In universities, job performance includes educational 

performance, behaviours at the university, scientific research, and community service. These components lead to 

achieving university goals and objectives. 

It is required from Jordanian universities to maintain innovation rates and sustain links with the workplace, and 

continually improve human resources management. Therefore, universities are required to adopt intellectual 

capital approaches to improve job performance. Universities should measure their performance in improving the 

higher-education system. They need to continuously regenerate themselves through the intelligent use of 

knowledge management. Intellectual capital could create a large positive effect if universities use it in an 

appropriate manner because it offers better opportunities for universities to achieve their objectives. Therefore, 

this study aims to examine the impact of intellectual capital on the job performance of faculty members at 

Jordanian universities. 

2. Literature Review  

Organisations have started to focus on intellectual capital since the early 1980s because they have realised that it 

plays an essential role in maximising the organization’s profit (F‐Jardón & Martos, 2009).  The intellectual 

capital concept comes from a study of the relationship between invisible assets and performance (Sherif & 

Elsayed, 2016).  
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The period of the eighties until the beginning of the nineties of the twentieth century is characterised by a group 

of opinions and proposals which focused on the importance and role of intangible assets in achieving corporate 

growth, increasing returns, and ensuring continuity, which directed attention towards human capabilities 

(innovation and creativity, and generating new ideas, products, and services) (Abu Zerr, 2020).  

Marr, Gray and Neely (2003) provided five reasons for measuring intellectual capital. These reasons are: It helps 

organisations to adjust their strategies; it enables diversification and expansion decisions to be made; it helps to 

assess the implementation of strategies; it enables the identification of norms related to intellectual capital to 

stakeholders; and the results of intellectual capital measurement can be used as a basis for service compensation. 

Researchers have suggested many models in the context of classifying intellectual capital components, but there 

is no universal classification for intellectual capital components (Chahal & Bakshi, 2016, Sharabati, Jawad & 

Bontis, 2010, Pourkiani, Sheikhy & Daroneh, 2014).  For example, Bontis (2001) initially referred to three 

components which were human, structural, and customer capital, and then modified the categories to relational 

capital, human capital, structural capital, and intellectual assets. Intangible goods are assets that can be 

maintained, merchandised, and represented appropriately, including; trademarks, copyright, and technical 

knowledge. Intangible competencies refer to distinct and separate issues of competitive advantage that 

differentiate an organisation from others. It includes structural competencies, innovation competencies, and 

human resources. Obeidat and his colleagues (2016) mentioned that intellectual capital includes three categories, 

which are structural capital, human capital, and relational capital. 

Nikolaichuk, Arkhypenko and Matukova-Yaryha (2019) generalises the conditions and essence of company 

value estimates and proves the intellectual capital influence on its value, and the presentation of the subsystem of 

intellectual capital of the company and its components are substantiated. The algorithm of appraisal of the 

performance of the management subsystem on the grounds of a matrix model using cost aspects and structure is 

proposed. A study by Li et al., (2019) explored the relationship between knowledge sharing, intellectual capital, 

and innovation performance of construction enterprises and the mediating effect of knowledge sharing on the 

relationship between innovation performance and intellectual capital. Li et al. also mentioned that the era of the 

knowledge economy is driven by innovation, based on the input of intangible assets which play a crucial role in 

the long-term development of organisations. The product value of any enterprise is broadly determined by its 

intellectual capital. Thus, as the scientists of China’s economy, construction enterprises must support their 

investments in intellectual capital, and evolve their competitiveness in the market. 

Iazzolino, Migliano and Guarnaccia (2019) focused on a new methodology for assessing the market value of 

enterprises (Quantitative Intellectual Capital) that studies intellectual capital (IC) as a vital factor which 

influences the overall value. Velayutham and Rahman (2018) examined the relationship between academic 

employees and their salaries. The analyses performed pointed out a positive correlation between academic 

human capital and their salaries. Zeb, Abdullah and Javaid (2018) analysed the relationship between human 

capital management (which includes selection, recruitment, training and development), employee job 

performance, and performance appraisal in the telecom sector of Pakistan. To discover the influence of human 

capital management practices on the job performance of employees, a study of Asiaei and Jusoh (2015) analysed 

the contribution of intellectual capital in enhancing firm performance in Tehran. They emphasise on relational 

capital, social capital, human capital, and structural capital. They found that human capital, relational capital and 

structural capital, are significant to bringing about a positive impact on a organisations’ performance. However, 

the study failed to find the contribution of social capital in driving firm performance. 

Further studies have been conducted on intellectual capital. Sharabati, Radi, Nour, Durra, and Moghrabi (2013) 

conducted a study to assess and analyse the intellectual capital for tourism office performance. The study found a 

positive relationship between intellectual capital and the performance of tourist offices in Jordan. In another 

study, Ahangar (2011) examined the effectiveness of intellectual capital on performance. The study discovered 

that there is a significant positive relationship between intellectual capital and performance. Moreover, Yadiati 

(2019) examined the effect of intellectual capital of green relational capital, green social capital, and green 

human capital on an organisation’s environmental performance. The results found that green intellectual capital 

and organisational reputation positively affected environmental performance. Ramírez (2013) analysed the 

intellectual importance of capital management to face the challenges in European universities. Ramírez provides 

assistance in enabling universities to identify and manage their intangible assets. Al-Dujaili (2012) examined the 

effectiveness of intellectual capital on organisational creativity. The study results indicated that there is a strong 

positive relationship between the effectiveness of intellectual capital and organisational creativity. Handzic and 

Öztürk (2010) mentioned that there is a common recognition of intellectual capital importance as the main 

source of competitive advantage for different enterprises operating in today’s knowledge economy. Specifically, 
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universities are recognised as being crucial to the economy as transmitters of knowledge and the prime producers 

in society. Thus, the management and measurement of intellectual capital by universities is becoming an 

increasingly essential matter in knowledge management practice and research. The authors argued that 

universities need to use intellectual capital as a tool to aid them in facing management challenges and diffuse 

their activities and intangible resources to their stakeholders and society. Cuozzo, Dumay, Palmaccio and 

Lombardi, R. (2017) found that there is a lack of significant innovation and research in the evolution of 

intellectual capital disclosure. Studies focused on general issues that rely on the reports of European companies. 

in addition, there are insufficient studies investigated intellectual capital disclosure in countries around the world, 

nor the organisational level to examine intellectual capital disclosure. 

This study reviews previous studies about the relationship between intellectual capital and performance. 

However, there is no prior study that examined the relationship between intellectual capital and performance at 

universities from academic staff members' perspectives. Therefore, this study is going to examine this 

relationship at universities. In addition, in this study, the intellectual capital domains have been modified to be 

more suitable to achieve the aims of this study. Hence, based on the above literature, the present study 

hypothesises that: 

Intellectual capital has a positive impact on the job performance of faculty members at Jordanian universities. 

The main hypothesis has been divided into sub-hypotheses: 

Sub-Hypothesis No. 1: Human capital has a positive impact on job performance of faculty members at Jordanian 

universities. 

Sub-Hypothesis No. 2: Intellectual assets have a positive impact on job performance of faculty members at 

Jordanian universities. 

Sub-Hypothesis No. 3: Intellectual property has a positive impact on job performance of faculty members at 

Jordanian universities. 

Sub-Hypothesis No. 4: Structural capital has a positive impact on job performance of faculty members at 

Jordanian universities. 

Sub-Hypothesis No. 5: Relational capital has a positive impact on job performance of faculty members at 

Jordanian universities. 

The independent and dependent variables of the hypothesised model are presented along with their domains in 

the following form: 

 

 
Figure 1. the hypothesized model 

 

3. Methodology 

The study used a cross-sectional design. The study population was the academic staff at Jordanian universities. 

The participants were chosen randomly from different faculties. The academic staff had different ranks such as 

lecturers, assistant professors, associated professors, and professors. They worked in different departments and 

faculties such as the faculty of administrative and financial sciences, the faculty of law, and the faculty of 

literature. The majority of the staff were PhD holders. 

The questionnaire was distributed at six universities. Two of these universities were public and four were private. 

The number of questionnaires that were distributed was 600, and the number of returned questionnaires was 398. 

The response rate was 66%. This study used a quantitative method (cross-sectional survey) to investigate the 

impact of intellectual capital on the job performance of faculty members at Jordanian universities, and the 
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questionnaire was developed by the researcher. In this study, a series of statements about intellectual capital 

concepts was derived from various studies. The questionnaire has 34 statements about intellectual capital.   

The study relied on a questionnaire for data collection. The questionnaire was built based on the literature and 

was divided into three sections. The first section includes the demographic variables of participants such as 

gender, age, country of certificate, faculty, academic rank and experience. The second section has five domains 

and 34 items related to intellectual capital. The domains of intellectual capital were human capital, intellectual 

assets, intellectual property, structural capital, and relational capital. The third section has four domains with 21 

items related to job performance. The job performance domains were educational performance, behaviours at the 

university, scientific research, and community service. The answers for the second and third sections were based 

on a 5-point Likert scale. The response options were from 1 (Strongly Disagree) to 5 (Strongly Agree). The 

statements for the second and third sections were made up of positive and negative statements. For validity, face 

validity and content validity were conducted on the questionnaire. The questionnaire was sent to PhD holders so 

they could provide feedback about the questionnaire and how the researcher could improve it to be more suitable 

and accurate. The questionnaire was modified based on comments from the PhD holders.  

For a pilot study, the questionnaire was distributed randomly among faculty staff at two universities (public and 

private universities). The pilot study was conducted in Jordan in November 2019. The purpose of the pilot study 

was to assess the reliability of the questionnaire, receive comments about the questionnaire statements, and give 

a good sense of how the study procedures worked in practice. The data collected in the pilot study was subjected 

to reliability analysis. The analyses showed a Cronbach’s alpha value of 0.81, and therefore, the questionnaire 

was considered a reliable tool. 

The data from the survey was entered directly into the Statistical Program for Social Sciences (IBM SPSS) for 

analysis. Before the analysis, coding for the negatively worded items of the questionnaire was reversed, and 

mean values for items were computed. The data analysis firstly provides basic descriptive information on the 

distribution of selected demographic data (frequency, percentage, mean, and standard deviation), followed by the 

items referring to intellectual capital. To examine the impact of intellectual capital on the job performance of 

faculty members at Jordanian universities, the linear regression test was performed. 

4. Results 

The results showed the characteristics of the study participants. In addition, it showed the mean and standard 

deviation of the intellectual capital domains and items. Furthermore, the results show the mean and standard 

deviation of job performance domains and items. Finally, the impact of intellectual capital on job performance 

was calculated. 

Table 1 shows the frequencies and characteristics of participants. According to gender, there are nearly three 

times as many male participants to female participants. 74.4% of the participants were male and 25.4% were 

female. Based on the county of the certificate, more than half of the participants graduated from Arabic countries 

(60.1%). According to age group, most of the participants were between 40 - > 50 years old (40.7%.) More than 

half of the participants belong to the faculty of administrative and financial sciences at 54.3%. Based on the 

academic rank, the majority of participants were assistant professors (58.8%), and based on experience, nearly 

half of the participants had  between 6 to 10 years of experience (49%). 

 

Table 1. Characteristics of the study participants 

Characteristics Groups Count % 

Gender 
  

Male 297 74.4 
Female 101 25.4 

Country of Certificate Arabic Country 239 60.1 
Native English Speaking Country 56 14.1 
Western European Country  62 15.6 
Eastern European Country 41 10.3 

Age  > 40 years old 145 36.4 
40 -  > 50 years old 162 40.7 
50 -  > 60 years old 54 13.6 
60 years old or more  37 9.3 

Faculty Administrative and Financial Sciences 216 54.3 
Law 11 2.8 
Engineering 23 5.8 
Literature 62 15.6 
Information Technology (IT) 21 5.3 
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Nursing 15 3.8 
Sciences 32 8.0 
Medicine 18 4.5 

Academic Rank Instructor 77 19.3 
Assistant Professor 234 58.8 
Associated Professor 72 18.1 
Professor 15 3.8 

Work experience 
 

> 5 years 93 23.4 
6 - 10 years 195 49.0 
11 - 15 years 89 22.4 
< 15 years 21 5.3 

 
The results of Table 2 show the mean and standard deviation of intellectual capital domains and items. The first 

domain was human capital which consists of six items. The item 'Faculty members have the ability and enough 

knowledge to simplify information for students' achieved the highest mean (mean= 4.08), with a standard 

deviation of 0.93. The second domain was intellectual assets, which also consisted of six items. The item 

'Faculty members should have a profile where student scores, activities, and research is kept' achieved the 

highest mean (mean= 4.07), with a standard deviation of 0.83. The third domain was intellectual property. This 

consisted of five items. The item 'The university has a portfolio of intellectual property' had the highest mean 

(mean= 4.11), with a standard deviation of 0.72. The fourth domain was structural capital, which consisted of 

nine items. The item 'There is a strong Internet network at the university' had the highest mean (mean= 4.14), 

with a standard deviation of 0.86. The fifth domain was relational capital, which consisted of eight items. The 

item 'There is active cooperation and communication (meetings, seminars, conferences, and arbitration projects) 

among different faculty members at the university' had the highest mean (mean= 3.98), with a standard deviation 

of 0.90. 

 

Table 2. Mean and standard deviation of intellectual capital domains and items 

Domains Intellectual Capital Items Mean SD 

H
u
m

an
 C

ap
it

al
 
 

Faculty members have different nationalities. 4.07 0.88 
Faculty members hold certificates from Arab and foreign universities. 4.00 1.05 
Faculty members have the ability to use different methods of teaching such as using 
books, references, assignments for students, educational materials from the Internet, and 
power points. 

4.05 0.88 

Faculty members have the ability and enough knowledge to simplify information for 
students. 

4.08 0.93 

Faculty members have sufficient teaching skills to simplify information for students. 3.51 1.01 
Faculty members encourage students to be creative by providing new ideas and 
applications. 

3.81 1.09 

In
te

ll
ec

tu
al

 A
ss

et
s 

 

Regulations and instructions of the university are passed to faculty members. 3.86 0.94 
Faculty members should have a profile where student scores, activities, and research is 
kept. 

4.07 .083 

Faculty members use official letters effectively in administrative and academic 
processes. 

3.75 1.02 

All external and internal leaflets and letters are passed to faculty members. 3.77 1.00 
Software programs on the computers of faculty members, are updated continuously. 3.45 1.15 
The faculty member's file contains all of the activities during the semester. 3.36 1.05 

In
te

ll
ec

tu
a

l 
P

ro
p
er

ty
 
 

The university owns formally registered intellectual property. 3.78 1.09 
The university has a portfolio of intellectual property 4.11 0.72 
The university does marketing for its intellectual property. 4.00 0.65 
The university programmes have the ability to attract students. 3.91 0.80 
Faculty members publish at least two papers every three years. 3.86 0.76 

S
tr

u
ct

u
ra

l 
C

ap
it

al
 

 

The university has an effective program to achieve the objectives of the academic 
program. 

3.84 0.88 

The university has an effective database and software for various disciplines and can be 
used by students and faculty members. 

3.62 1.06 

There is a strong Internet network at the university. 4.14 0.86 
The teaching load for faculty member is fair. 4.08 0.82 
Lecture times are suitable for faculty members and students. 4.01 0.81 
The work environment is conformable regarding scientific atmosphere, squares, field and 
trees. 

3.82 0.88 

The library contains valuable books. 3.79 0.96 
The library contains new books. 3.99 0.94 
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Faculty members are satisfied about research databases that are available at the 
university. 

3.94 0.85 
R

el
at

io
n
al

 C
ap

it
al

 
 

There is active cooperation and communication (meetings, seminars, conferences and 
arbitration projects) among different faculty members at the university. 

3.98 0.90 

There is active cooperation and communication (meetings, seminars, conferences and 
arbitration projects) among different department members at the same faculty. 

3.91 0.95 

The university has a good reputation at the local level. 3.73 0.92 
There is cooperation between the university and other local universities. 3.73 0.88 
There is collaboration between the university and universities from different countries. 3.52 0.91 
The university provides assistance, financial aid and material support to the local 
community. 

3.32 1.03 

The university gives priority in recruitment to people who live nearby to the university. 3.21 1.16 
The university takes into account the acceptance of people with special needs. 3.36 1.08 

 All items 3.80 0.49 

 

The results of table 3 show the mean and standard deviation of job performance domains and items. The first 

domain was educational performance. It consists of six items. The item 'Faculty members do their work in an 

effective and efficient manner' had the highest mean (mean= 4.24), with standard deviation 0.80. The second 

domain was behaviours at the university, which consists of five items. The items 'Faculty members have a 

commitment to lecture time' and 'There is a cooperative relationship between faculty members' both had the 

highest mean (mean= 4.16 for both items), with standard deviations of 0.85 and 0.84 respectively. The third 

domain was scientific research, which consisted of six items. The item 'Faculty members conduct studies and 

scientific research consistently' had the highest mean (mean= 3.89), with a standard deviation of 0.93. The last 

domain was community service. It consists of four items. The item 'Faculty members participate in solving 

community problems' had the highest mean (mean= 4.01), with a standard deviation 0.90. The mean for all items 

was 3.87 with a standard deviation 0.44.     

 

Table 3. Mean and standard deviation of job performance domains and items 

Domains Job Performance Items Mean SD 

E
d
u
ca

ti
o
n
al

 
P

er
fo

rm
an

ce
 Faculty members are familiar with work information. 3.92 1.08 

Faculty members do their work in an effective and efficient manner. 4.24 0.80 
Faculty members do their work accurately. 4.17 0.82 
Faculty members initiate new and significant ideas. 4.03 0.70 
Faculty members are committed to completing the syllabus on time. 3.84 0.78 
Faculty members use different methods for teaching. 3.67 0.93 

B
eh

av
io

u
r

s 
at

 t
h
e 

U
n
iv

er
si

ty
 
 

Faculty members have a commitment to lecture time. 4.16 0.85 
There is a cooperative relationship between faculty members. 4.16 0.84 
Faculty members apply work rules and procedures accurately. 4.02 0.85 
The relationship between faculty members and students is formal. 3.86 1.03 
Faculty members participate in solving department and faculty problems. 3.62 1.00 

S
ci

en
ti

fi
c 

R
es

ea
rc

h
 

Faculty members conduct studies and scientific research consistently. 3.89 0.93 
Faculty members rely on up to date references. 3.86 0.98 
Faculty members attend conferences and seminars. 3.63 1.00 
Faculty members attend workshops to develop their performance. 3.60 1.01 
Faculty members are willing to do scientific research. 3.76 0.83 
Faculty members read professional scientific research continuously. 3.54 0.96 

C
o
m

m
u
n
it

y
 

S
er

v
ic

e Faculty members cooperate with the local community service associations. 3.90 1.00 
Faculty members provide free lectures to the local community. 3.97 0.95 
Faculty members provide free training courses to the local community. 4.00 099 
Faculty members participate in solving community problems. 4.01 0.90 

 All items 3.87 0.44 

 
4.1 Test of Hypotheses  

The study hypotheses have been developed and tested as follows. The study examined the main hypothesis, 

which states: “Intellectual capital has a positive impact on the job performance of faculty members at Jordanian 

universities.” 

Table 4 shows the impact of intellectual capital on job performance.  Multiple linear regression analysis was 

performed, which confirmed that there is a positive high impact of intellectual capital on job performance 

(Correlation Coefficient (R) = 0.69). Also, the study concludes that the independent variable (intellectual capital) 

interprets 48% of the variance in the dependent variable (R2 = 0. 48), which means that the regression equation 
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predicted almost a 48% contribution of intellectual capital to job performance in the faculty members at 

Jordanian universities. In addition, the models’ respective F, and beta coefficient scores were significant 

(F=363.60, β= 0.69, p =0. 00), therefore, the impact of intellectual capital on job performance is highly 

significant.  

 

Table 4. The impact of intellectual capital on job performance 

 
 Job Performance 

Intellectual Capital 
R R2 B Beta (β) F Sig (F) 

0.69 0.48 0.77 0.69 363.60 0.00 

 

Sub-Hypothesis No. 1: “Human Capital has a positive impact on the job performance of faculty members at 

Jordanian universities”. Table 5 shows the impact of Human Capital on job performance. 

 

Table 5. The impact of Human Capital on job performance 

 
 Job Performance 

Human Capital 
R R2 B Beta (β) F Sig (F) 

0.53 0.28 0.51 0.53 155.54 0.00 

 

Sub-Hypothesis No. 2: “Intellectual Assets have a positive impact on the job performance of faculty members at 

Jordanian universities”. Table 6 shows the impact of Intellectual Assets on job performance.  

 

Table 6. The impact of Intellectual Assets on job performance 

 
 Job Performance 

Intellectual Assets 
R R2 B Beta (β) F Sig (F) 

0.37 0.13 0.36 0.37 60.86 0.00 

 

Hypothesis No. 3: “Intellectual Property has a positive impact on the job performance of faculty members at 

Jordanian universities”. Table 7 shows the impact of Intellectual Property on job performance.  

 

Table 7. The impact of Intellectual Property on job performance 

 
 Job Performance 

Intellectual Property 
R R2 B Beta (β) F Sig (F) 

0.43 0.19 0.33 0.43 91.30 0.00 

 

Hypothesis No. 4: “Structural Capital has a positive impact on the job performance of faculty members at 

Jordanian universities”. Table 8 shows the impact of Structural Capital on job performance.  

 

Table 8. The impact of Structural Capital on job performance 

 
 Job Performance 

Structural Capital 
R R2 B Beta (β) F Sig (F) 

0.54 0.29 0.42 0.54 164.21 0.00 

 

Hypothesis No. 5: “Relational Capital has a positive impact on the job performance of faculty members at 

Jordanian universities”. Table (9) shows the impact of Relational Capital on job performance.  

 

Table 9. The impact of Relational Capital on job performance 

 
 Job Performance 

Relational Capital 
R R2 B Beta (β) F Sig (F) 

0.60 0.36 0.46 0.60 225.45 0.00 
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5. Discussion 

This study aimed to examine the impact of intellectual capital on the job performance of faculty members at 

Jordanian universities. The intellectual capital and job performance at Jordanian universities in this study were 

high. In addition, the study found a highly positive impact of intellectual capital on job performance. 

The study results are consistent with other studies that also found a positive correlation between intellectual 

capital and job performance (Sharabati, et al., 2013; Wanjala; 2013; Al-Dujaili, 2012 & Ahangar, 2011).  

Since Jordanian universities require maintaining and making improvements in the productivity of intellectual 

capital, this can assist Jordanian universities to move to the top rank in the Middle East area. The measurement of 

university performance is essential for the higher-education system in Jordan. Intellectual capital considers a 

competitive advantage for universities. The academic staff who work in these universities that motivate intellectual 

capital do their best to develop the learning process and its outcomes. Intellectual capital is considered a hidden 

treasure that needs to be extracted for existence and practice. It is also considered to be a wealth factor for any 

organisation (Todericiu & Serban, 2015). Cabrita and Bontis (2008) showed that there are different domains from 

which intellectual capital is comprised. Furthermore, intellectual capital has a direct impact on job performance. 

Adam and Urquhart (2009) mentioned that both cognitive and intellectual capital have a positive influence in 

service sectors. There are other researchers who supported the relationship between intellectual capital and 

performance such as Sundać and Fatur (2009). Ahangar (2011) confirmed that human intellect key to intellectual 

capital, and creates value-added efficiency and increases the efficiency of an organisation to be profitable. Using 

intellectual capital is considered significant in enhancing organisational profitability and performance. Managerial 

practices that utilise intellectual capital create more success through the organisation's inputs, which leads to better 

performance. These studies were consistent with this current study. 

Nevertheless, there are some studies that were conducted to investigate the relationship between intellectual 

capital and job performance which found a negative impact or no relation between these two concepts. Moreover, 

Kamath (2008) examined the relationship between intellectual capital and job performance and found no 

relationship between them. The explanation for these finding could be because there are some factors that could 

directly or indirectly effect the relationship between intellectual capital and job performance negatively.  In the 

study of Handzic and Öztürk (2010), discoveries for human capital demonstrate a generally positive picture. 

These discoveries uncover that there is an all-inclusive acknowledgment of the significance. This is a significant 

and empowering finding. Interestingly, the discoveries for structural capital are isolated. Despite the fact that 

there is a far-reaching affirmation of its significance, the dispersion of current outcomes suggests a somewhat 

negative general judgment of the structural capital at present. Significant inadequacies have been distinguished 

in the territories of (i) specialty research domains and scholarly contributions; and (ii) supporting information 

technology and library infrastructure and services. The first problem is reinforced by comments on teaching 

overload and the lack of necessary time and opportunities to conduct and present research.  

Ramírez (2013) examined intellectual capital European colleges. The investigation characterises the means to 

build up a model of intellectual capital administration at colleges. In this sense, an important beginning stage 

would be the definition and diffusion of enterprises' vital targets.  At that point, basic intangibles identified with 

these goals ought to be distinguished and the causal system of the relationship among them ought to be set up. 

Finally, an intermittent review of the model to adjust to new difficulties ought to be completed.  

Despite the essential theoretical and practical implications, the study also has a few limitations that need to be 

discussed, and further study is recommended in the future. Firstly, the study relied on a cross-sectional research 

design; and research in the future needs to use interviews to gain in-depth data regarding intellectual capital and its 

effect on performance. Secondly, this study only explores the effect of intellectual capital on performance at 

universities from academic staff members; however, future studies need to focus on this effect from the perspective 

of senior managers and the deans of faculties. New studies need to be concentrated on these factors to obtain more 

information and a comprehensive understanding of the impact of intellectual capital on job performance. 

6. Conclusion 

In conclusion, intellectual capital is a significant factor in enhancing the performance of universities. Therefore, 

Jordanian universities need to pay attention to intellectual capital to maintain their performance and improve the 

higher-education system in Jordan. Intellectual capital increases growth and improves the effectiveness and 

efficiencies of universities. It improves the image of universities in the education industry. Universities that 

adopt intellectual capital can utilise their tangible and intangible resources to compete with other universities.  

The improvement of the components of intellectual capital (human capital domain, intellectual assets domain, 
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intellectual property domain, structural capital domain, and relational capital domain) support the development 

of university performance. Universities should allocate enough budget to maintain their intellectual capital. In 

addition, human resources in universities need to receive orientation and training to utilise the facilities and 

infrastructure available in their universities. This makes the academic staff more active and cooperative in 

different areas such as research activities. 
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