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ABSTRACT 

With the disappearance of borders, globalized markets have led organizations 

to seek new ways to sustain their lives. For this reason, organizations should follow 

the new opportunities to be formed and to organize the necessary activities within 

the organization in order to keep up with the change (Keçecioğlu ve Oktay, 2011). 

For this reason, organizations must successfully manage their intellectual capital in 

order to provide a competitive advantage in the market and increase their market 

values (Ölçer ve Şanal, 2007). 

The purpose of this employee is to determine the impact of the human capital 

dimensions in organizations with corporate academies on technical knowledge and 

skills capital, motivation, innovation and adaptation, and the effect of employee 

satisfaction, job stress, turnover, organizational commitment and job success on the 

dimensions of employee behavior outcomes of employee social capital. 

In the study, face to face and online methods were used as data collection 

technique. The surveys were completed by 198 employees working at the general 

directorates of four participation banks within the borders of Istanbul. As a result of 

the surveys collected, 188 survey forms were considered appropriate and included 

in the study. 

As a result of the study; While the increase in motivational capital from 

the sub-dimensions of human capital shows that it affects job satisfaction and 

organizational commitment positively, it is observed that the job stress and 

the tendency to turnover the job decrease. 

In the study; While the increase in employee's social capital, which is 

one of the sub-dimensions of human capital, increases the success of the 

employee, it is seen that the job stress is decreasing. 
 

Key Words: Intellectual Capital, Human Capital, Corporate Academy 

  



Proceedings of the International Congress on Business and Marketing, 2019 

Maltepe University, Istanbul, 13.06.2019-14.06.2019 

  

 

72 

INTRODUCTION AND THEORETICAL BACKROUND 

 As information sharing expresses process information or experiences, coordinating, 

disseminating and communicating process, the mentioned process increases the productivity of 

enterprises, helps the development of assimilation and innovation capacity and provides a 

sustainable competitive advantage (Keskin, Şentürk ve Beydoğan, 2018). Nowadays, one of the 

most up-to-date problems of today is the rapid aging of knowledge and the failure of the 

education provided in traditional universities to meet the needs of the organizations forced them 

to produce alternative solutions. One of these solutions is the corporate academies that gained 

importance after the 1990s. (Ünal, 2012).  

 The basic criterion for the organizations to be able to take advantage of the competitive 

advantage, to adapt rapidly to innovations and changes and to create profitability and 

productivity is the characteristics, quality and the level of knowledge of the employee involved 

in the organization. (Şerbetçi, 2003). 

 In addition to knowledge management, the competition environment that forces 

organizations to restructure, organizationally renew, strengthen their capital structure and seek 

new strategies to achieve a sustainable high performance level. (Demirel ve Demir, 2011). The 

corporate academies that emerged in the USA and whose numbers are increasing rapidly are 

seen as a means of enhancing the competitive advantage of the organizations by developing 

human resources. (Ünal, 2012).  

 Corporate academies are an important discussion and research subject in the area of 

strategic human resource development. In the focus of the discussion, there is the question of 

whether the corporate academies are a simple objection in the area of education or whether 

there is a paradigm rise in the development of corporate human resources capital. (Holland ve 

Pyman, 2006). 

 Developments in recent years in the global economy have triggered international 

competition, and have made an impact on the importance of human capital, which is among the 

intellectual capital elements of the information economy and firms. In this direction, developed 

countries have pioneered the promotion of lifelong education and learning, especially in terms 

of appreciation of human resources (Özaydın, İlhan ve Bayrak, 2015).  
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 Today, organizations are united in the fact that the basic factor in the preparation and 

implementation of management and production models that will be effective in preparing for 

the future and staying in a strong competition environment is human. (Şerbetçi, 2003). Human 

capital, which can be considered as the most difficult capital element to be defined in the 

elements of intellectual capital, represents the value of the knowledge, skills and experiences 

of the company employees and is the main starting point of the innovation and renewal process. 

(Özaydın, İlhan ve Bayrak, 2015).  

 The most important role of human resources is to be able to dominate human knowledge 

in the process of transition to the information society. The infrastructure of socio-economic 

development, which encompasses the human element, is called human capital. Human capital 

is of great importance in terms of business management (Şerbetçi, 2003).  With the increase in 

the importance of knowledge, there has been a change in many areas from social characteristics 

to business life. The service sector has developed, the industrial sector has been in the 

background. As the free-market economy ihas been heavily felt, the customers were given more 

choice in choosing the products and services they wanted. In order to gain competitive 

advantage, organizations feel more and more deeply obliged to maintain and develop the 

surplus value they have, and to innovate in the products or services they produce. (Örnek ve 

Ayas, 2015). Organizations should focus on activities to improve organizational performance 

by increasing the performance of employees due to the contribution of human capital to 

competitiveness. In this context, it is necessary to focus on the basic goals and objectives of the 

employees' approaches, a good understanding of the focal points, determination, measurement 

and development of key success factors in the responsibility of senior management. (Demirel 

ve Demir, 2011).    

 In today's business world, change is inevitable. The way to keep up with the change or 

give direction is through innovation. The purpose of organizations is not only to serve their 

customers but also to improve their quality of life and to encourage changes (Drucker, 1998). 

With the development of mass media in the process of transition from industrial society to 

information society, the dynamics of business world are changing rapidly. The concept of 

intellectual capital, which emerged in the last quarter of the 20th century, pointed out the 

importance of assets that could not be seen by hand, which played an important role in gaining 

competitiveness through knowledge-based business style. The most important point that 
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intellectual capital emphasizes is the knowledge, which is a new production factor, leading to a 

new transformation (Aşıkoğlu, 2008).  

 In today's world, where the phenomenon of change and its effects on organizations are 

felt more every day, the provision of competitive organizational skills at various levels is 

becoming increasingly important. (Demirel ve Demir, 2011).  Competitive advantage is that 

companies perform their activities in a cheaper and better than their competitors; that makes 

them more successful. Long-term success is a "sustainable competitive advantage". 

 The growth rate of a organization depends on both quantitative (numerical) and 

qualitative (managerial) aspects of the human capital it owns and the investments made by the 

organization on human capital. (Gossling ve Rutten, 2007). Competition, which contributes to 

the growth rate, is an important area of work, especially since it contains very important 

functions. (Demirel ve Demir, 2011).   

 In this study, the effect of the current human capital on the employee behavior outcomes 

in organizations with corporate academies is examined. Although there are studies conducted 

separately in the literature, there are not many studies that examined the two subjects together. 

This study was carried out because of the insufficient research on the effects of four dimensions 

of human capital on the five dimensions of employee behavior outcomes. 

STUDY MODELS AND HYPOTHESES 

Issues such as job satisfaction, job stress, turnover tendency, organizational commitment 

and job success and employee behavior are the main subjects of interest for organizational 

behavior and human resource management. In the study, dependent variable is the outcomes of 

employee behavior and the independent variable is human capital. The relation between the 

sub-dimensions of these two variables will be examined. The following figure shows the 

dimensions of the behavior outcomes and the dimensions of human capital and the relationship 

between them.    
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 Study Models  

 

H1,2,3,4,5: There is a positive effects between the dimensions of human capital and 

employee outcomes.  

METHODOLOGY 

 The research was conducted by face to face and internet survey techniques. The survey 

was collected under 2 main headings except for demographic questions. The survey consists of 

45 questions. 

 The research population consists of the general management employee of 4 participation 

banks operating in Istanbul. Totally 220 survey forms distributed and 188 of them returned. Of 

the 188 attendees 148 were male and 40 were female. mean of age is 30,69. 

Regression Analysis Results 
INDEPENDENT 

VARIABLES 
DEPENDENT VARIABLES 

 

Model 1 Model 2 Model 3 Model 4 Model 5 

Job Satisfaction Job Stress 
Turnover 

Tendency 

Organizational 

commitment 
Job Success 

 t  t  t  t  t 

Technical 

Knowledge and 

Talent Capital 

-,075 -,776 ,145 1,202 ,012 ,111 -,058 -,572 ,120 1,047 

Motivation 

 Capital 
,614 6,395** -,249 -2,064* -,433 -3,840** ,655 6,490** ,015 ,131 

Innovation and 

Adaptation Capital  
-,014 -,168 ,058 ,563 ,010 ,102 -,085 -,976 -,011 -,108 

Employee Social 

Capital 
,135 1,585 -,210 -1,970* -,044 -,443 ,058 ,650 ,329 3,254** 
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F 33,102** 4,120** 11,505** 25,618** 10,101** 

R2 ,420 ,083 ,201 ,359 ,181 

Adjusted R2 ,407 ,063 ,183 ,345 ,163 

 

 To measure human capital is used which was developed by Subramaniam ve Youndt 

(2005). The scale included 4 items for technical knowledge and talent capital, 5 items for 

motivation capital, 4 items for innovation and adaptation capital, and 4 items for employee 

social capital. The reliabilities of these scale were .86 for technical knowledge and talent capital, 

.87 for motivation capital, .74 for innovation and adaptation capital and .87 for employee social 

capital.  

 For job satisfaction measurement; Turkish version of 6 item job satisfaction scale was 

used, developed by Rusbult ve Farrell (1983). The reliability of this scale was .87. 

 For job stress measurement; Turkish version of 7 item job stress scale was used, 

developed by House ve Rizzo (1972). The scale adapted to Turkish by Ergün and Çelik (2005). 

The reliability of this scale was .93. 

 For turnover tendency measurement; Turkish version 4 item turnover tendency scale 

was used, developed by Rusbelt, Farrell, Rogers ve Mainous (1988). The reliability of this scale 

was .90. 

 For organizational commitment measurement; Turkish version 7 item organizational 

commitment scale was used, developed by Allen ve Meyer (1997). The reliability of this scale 

was .89. 

 For job success measurement; Turkish version 4 item job success scale was used, 

developed by Rusbelt, Farrell, Rogers ve Mainous (1988). The reliability of this scale was .86. 

 Data analyses were conducted by using SPSS packet program. First level confirmatory 

factor analysis (CFA) conducted on sub four dimensions of human capital, job satisfaction, job 

stress, turnover tendency, organizational commitment and job success. Since data normally 

distributed, covariance matrix was computed with maximum likelihood. Initially model fit 

values were poor so some items had to discarded (Technical knowledge and talent capital: 1, 

innovation and adaptation capital: 1, job satisfaction:1, turnover tendency: 1, organizational 

commitment: 2) for better model fit. 
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 We used separate multiple regression analyses to examine the expected relations. Five 

regression models were developed to examine the effects of sub four dimensions of human 

capital on job satisfaction, job stress turnover tendency organizational commitment job success. 

 The regression models examining the effects of motivation capital on job satisfaction 

(see model l) (p<0.0l), job stress (see model 2) (p<0.05), turnover tendency (see model 3) 

(p<0.0l) and organizational commitment (see model 4) (p<0.0l) were found to be statistically 

significant. 

 The regression models examining the effects of employee social capital on job stress 

(see model 2) (p<0.05) and job success (see model 5) (p<0.0l) were found to be statistically 

significant. 

RESULTS AND DISCUSSION  

 As a result of the survey conducted among the employees of the general management 

of four participation banks in Istanbul, the relations between the human capital dimensions and 

the employee behavior outcomes have been demonstrated. According to the results of the study, 

significant and positive relationships between human capital and the behavior outcomes were 

determined. 

 The research aims to determine the effect of the organizations having corporate 

academies on the behavior outcomes of human capital. To determine this effect, a questionnaire 

was applied to the employees in the organizations. According to the results of the study; The 

significant relationship between human capital dimensions and employee behavior outcomes 

generally corresponds with theoretical knowledge based on literature research. (Bozbura ve 

Toraman, 2004; Yıldız, 2011; Ölçer ve Şanal, 2007; Kızıl, 2010; Örnek ve Ayas, 2015). In other 

words, the findings show that human capital is a significant predictor of employee behavior. 

 When the obtained R2 values are compared, it is seen that there are dimensions of 

employee behavior outcomes that are most explained by human capital and job satisfaction. It 

is seen that the turnover and job success of human capital is lower than the previous dimensions.

  The human capital and the relationship capital assets used to explain the 

intangible assets of the organizations positively affect the market value of the organization. 

(Bozbura ve Toraman, 2004). It can be said that today's information society organizations create 

more value with their intellectual capital compared to their physical and financial capitals. It is 
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important that intellectual capital is made visible, measured and observed on operational 

performance. (Yıldız, 2011).  

 The basis of the concept of intellectual capital is based on knowledge, and for this 

reason, intellectual capital, classified as human capital, structural capital and relationship capital 

in the literature, has a critical role for the banking sector. 

 Intellectual capital, which can be transformed into innovation within organizations, has 

an increasing ability to increase operational performance. Organizations that think strategically 

and need high performance beyond survival; they should act by considering the relationship 

between intellectual capital and innovative job behavior (Örnek ve Ayas, 2015). 

 In summary; The results of the study reveal that human capital in banks has a significant 

effect on employee behavior outcomes. Human capital is a fact that needs to be taken into 

account and developed for organizations. Now, only the financial and physical capital of banks 

are not prioritized. (Kızıl, 2010). Organizations need to successfully manage their intellectual 

capital in order to provide a competitive advantage in the market and to increase their market 

value. Successful management of intellectual capital means creating, storing, organizing and 

implementing critical information to achieve the desired results (Ölçer ve Şanal, 2007). 
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