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أثط ضأغ اىَبه اىجشطٛ فٜ الأزاء اىَْظَٜ ٍِ ذلاه اىسٗض اى٘ؼٞؾ ىطأغ اىَبه "

 "اىدَٖ٘ضٝخ اىَْٞٞخ  -شطمبد اىٖبرف اىْقبه  فٜزضاؼخ ٍٞساّٞخ الاخزَبػٜ: 

 اىَيرض

 جُىٌجْااااس ئُاااا٠ ضكى٣ااااى أغااااٍ ٌأِ جُٔااااحٍ جُرٗاااا١ٍ كاااا٢ ج٧وجء جُٔ٘ظٔاااا٢ ٓااااٖ ناااا٬ٍ ٌأِ  صٛااااىك

 جُٔاااحٍ ج٫ؾطٔاااحػ٢، كااا٢ ؾ٤ٔاااغ ٖاااًٍحش جُٜاااحضق جُ٘واااحٍ كااا٢ جُؿ٣ٌٜٞٔاااس ج٤٘ٔ٤ُاااس ٝػاااىوٛح أٌذاااغ

(، جْااااطهىّ ك٤ٜااااح Y، ٖااااًٍس ٣ٔااااٖ ٓٞذح٣ااااَ، ٖااااًٍس ْاااارأكٕٞ، ٖٝااااًٍس MTN)ٖااااًٍس ٖااااًٍحش 

جُرحقاااع جُٔاااٜ٘ؽ جُٞٚااال٢ جُطك٤ِِااا٢، ُٝـاااٍٜ ؾٔاااغ جُر٤حٗاااحش ضاااْ ضٛااا٤ْٔ جْاااطرحٗس ُؼ٤٘اااس جُىٌجْاااس 

ذ٘اااحء  حضاااْ جنط٤حٌٛااا جُطااا٢( ٓٞظاااق ٝٓٞظلاااس ٓاااٖ ؾ٤ٔاااغ جُٔٓاااط٣ٞحش ج٩وج٣ٌاااس 327ػاااىوٛح ) جُراااحُؾ

ؾٔااااغ ٝضك٤ِااااَ  ضااااْ( ٝكاااا٢ ٞااااٞء يُااااي 1970) Krejcie ٝMorgan ُااااـ ػِاااا٠ ؾااااىٍٝ جُؼ٤٘ااااحش

ًج جنطراااحٌ ؾ٤ٔاااغ جُلٍٞااا٤حش ذحْاااطهىجّ ضك٤ِاااَ ج٫ٗكاااىجٌ جُرٓااا١٤ ٓحػاااىج جُلٍٞااا٤س جُر٤حٗاااحش ًٝااا

 Baronجٍُجذؼاااااس ق٤اااااع ضاااااْ جْاااااطهىجّ ضك٤ِاااااَ ج٫ٗكاااااىجٌ جُرٓااااا١٤ ٝجُٔطؼاااااىو ذكٓاااااد ٣ٍ٠واااااس 

ٝKenny (1986 ٝيُااااااي ٫نطرااااااحٌ جغااااااٍ جُٔطـ٤ااااااٍ جُْٞاااااا١٤ ٝ ذح٫ػطٔااااااحو ػِاااااا٠ جُرٍٗااااااحٓؽ )

 . SPSSج٩قٛحت٢ 

ٝٓاااٖ أذاااٍَ جُ٘طاااحتؽ جُطااا٢ ضٞٚاااِص ئ٤ُٜاااح ٛاااًٙ جُىٌجْاااس، ٝؾاااٞو جغاااٍ يٝ و٫ُاااس جقٛاااحت٤س ُاااٍأِ 

جُٔااحٍ جُرٗااا١ٍ كاا٢ ج٧وجء جُٔ٘ظٔااا٢، ذح٩ٞااحكس ئُااا٠ ٝؾااٞو جغاااٍ يٝ و٫ُااس جقٛاااحت٤س ُااٍأِ جُٔاااحٍ 

ج٫ؾطٔاااحػ٢ كااا٢ ج٫وجء جُٔ٘ظٔااا٢ ٌُٝاااٖ ذٔٓاااطٟٞ جهاااَ، ًٔاااح جٖاااحٌجش جُ٘طاااحتؽ ئُااا٠ ٝؾاااٞو جغاااٍ يٝ 

%( ٝٛااااًٙ 51.2أِ جُٔااااحٍ جُرٗاااا١ٍ كاااا٢ ٌأِ جُٔااااحٍ ج٫ؾطٔااااحػ٢ ذٔوااااىجٌ )و٫ُااااس جقٛااااحت٤س ُااااٍ

جُ٘ٓااارس ضٗااا٤ٍ ئُااا٠ ٚاااكس جُلٍٞااا٤س كااا٢ إٔ ٌأِ جُٔاااحٍ ج٫ؾطٔاااحػ٢ كااا٢ ٖاااًٍحش جُٜاااحضق جُ٘واااحٍ 

ج٣ٟااح ئُاا٠ ٝؾااٞو جغااٍ يٝ و٫ُااس جقٛااحت٤س  جُىٌجْااسٗااحضؽ ٓااٖ ٌأِ جُٔااحٍ جُرٗاا١ٍ، ٝهااى ضٞٚااِص 

ٍ ٌأِ جُٔااااحٍ ج٫ؾطٔااااحػ٢، أ١ إٔ ج٧وجء ُااااٍأِ جُٔااااحٍ جُرٗاااا١ٍ كاااا٢ ج٫وجء جُٔ٘ظٔاااا٢ ٓااااٖ ناااا٬

جُٔ٘ظٔاااا٢ ُٗااااًٍحش جُٜااااحضق جُ٘وااااحٍ كاااا٢ جُؿ٣ٌٜٞٔااااس ج٤٘ٔ٤ُااااس ٗااااحضؽ ٓااااٖ ٌأِ جُٔااااحٍ جُرٗاااا١ٍ 

ٝج٫ؾطٔاااحػ٢، ٝٛاااًج ٣ٗااا٤ٍ ئُااا٠ إٔ ٌأِ جُٔاااحٍ ج٫ؾطٔاااحػ٢ ٣ؼاااَُ ٓاااٖ ٌأِ جُٔاااحٍ جُرٗااا١ٍ كااا٢ 

 جُطأغ٤ٍ ػ٠ِ ج٧وجء جُٔ٘ظ٢ٔ. 

ٚ ٜٓٔاااح ضطاااٌٞش ج٧ٗظٔاااس ٜٛٔاااح: جٗاااأ ٓاااٖ حؾحشٛاااًج ٝهاااى ضٞٚاااِص جُىٌجْاااس ئُااا٠ ٓؿٔٞػاااس جْاااط٘ط

ٝجُراااٍجٓؽ ٝضؼواااىش جُؼ٤ِٔاااحش كاااإ جُؼٞجٓاااَ جُٓااا٤ًِٞس ْاااٞجء ٨ُكاااٍجو جٝ جُؿٔحػاااحش ٛااا٢ جُٔكاااٍى 

جُلؼاااحٍ ٌُلاااحءز ج٧وجء جُٔ٘ظٔااا٢، ذح٩ٞاااحكس كاٗاااٚ ٣ؿاااد ػِااا٠ جُٔ٘ظٔاااحش ج٫ٛطٔاااحّ ذاااٍأِ جُٔاااحٍ 

 .جُر١ٍٗ ٝج٫ؾطٔحػ٢ ػ٠ِ قى ْٞجء
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كح٫ٛطٔااااحّ ذٔكااااٌٞ وٕٝ ج٥نااااٍ ٫ ٣كواااان جُ٘ط٤ؿااااس جٍُٔؿٞذااااس، ًٔااااح ضٞٚااااِص ئُاااا٠ جٗااااٚ ٣ؿااااد 

ج٫ٛطٔااااحّ ٝجُط٤ًٍاااااُ ػِاااا٠ ٌأِ جُٔاااااحٍ جُرٗااااا١ٍ ٝضى٣ٌرااااس ذٗاااااٌَ ٓٓاااااطٍٔ ذٔااااح ٣ط٘حْاااااد ٓاااااغ 

جُٔطـ٤ااٍجش جُر٤ثااس جُىجتٔااس ًٞٗااٚ ػ٘ٛااٍج ق٣ٞ٤ااح ٫ ٣ٌٔااٖ ُِٔ٘ظٔااس جُٔ٘حكٓااس ٝجُطلااٞم ذىٝٗااٚ، ًٔااح 

أِ جُٔااااحٍ ج٫ؾطٔااااحػ٢ كاااا٢ ٓ٘ظٔااااحش ج٧ػٔااااحٍ ٓااااحَجٍ ٓلٜٞٓااااح جٗااااٚ ضراااا٤ٖ كاااا٢ جُىٌجْااااس جٕ ٌ

ؿحٟٓااااح قطاااا٠ جُِكظااااس، ٝٓااااٖ أٛااااْ ٓااااح ضٞٚااااِص ئ٤ُااااٚ ٛااااًٙ جُىٌجْااااس جٕ ًلااااحءز ٝكحػ٤ِااااس ج٧وجء 

 جُٔ٘ظ٢ٔ ٗحضؽ ٖٓ ًلحءز ٝكحػ٤ِس ٌأِ جُٔحٍ جُر١ٍٗ ٌٝأِ جُٔحٍ ج٫ؾطٔحػ٢ 

ٌأِ جُٔاااحٍ  ٝكااا٢ ٞاااٞء يُاااي كواااى جٝٚاااص جُىٌجْاااس ئُااا٠ ٞاااٌٍٝز ج٫ٛطٔاااحّ ذٗاااٌَ ًر٤اااٍ ػِااا٠

جُرٗااا١ٍ ٌٝأِ جُٔاااحٍ ج٫ؾطٔاااحػ٢ ػِااا٠ قاااى ْاااٞجء ٝيُاااي ٓاااٖ نااا٬ٍ ض٤ٔ٘اااس ٌأِ جُٔاااحٍ جُرٗااا١ٍ 

ٝضطااااا٣ٍٞٙ ٝضأ٤ِٛاااااٚ ذحُاااااىٌٝجش جُطى٣ٌر٤اااااس ٌٝٝٔ جُؼٔاااااَ جُطااااا٢ ض٣ُاااااى ٓاااااٖ ٜٓحٌجضاااااٚ ٝضؼاااااَُ 

ئٌٓحٗحضاااٚ، ذح٩ٞاااحكس ئُااا٠ ضلؼ٤اااَ ٝٗٗاااٍ غوحكاااس ٌأِ جُٔاااحٍ ج٫ؾطٔاااحػ٢ وجناااَ جُٔ٘ظٔاااس ٝضؼ٣ُاااُ 

ٖ جُؼاااح٤ِٖٓ كااا٢ ؾ٤ٔاااغ جُٔٓاااط٣ٞحش ج٩وج٣ٌاااس، ًٔاااح جٝٚاااص جُىٌجْاااس ذأ٤ٔٛاااس ٓٓاااطٟٞ جُؼ٬هاااس ذااا٤

ٓٗااحًٌس جُؼااح٤ِٖٓ ٝكاا٢ ٌْااْ ج٤ُٓحْااحش ٝػٔااَ جُهطاا١ ٝج٧نااً ذاابٌجتْٜ ٝٓوطٍقااحضْٜ ذٔااح ٣ؼااَُ 

جٕ ٣ٌاااإٞ ُاااا٪وجٌز جُؼ٤ِااااح ٓؼٍكااااس  أ٤ٔٛااااسج٣ٟااااح جٝٚااااص جُىٌجْااااس  ٝهااااىٓااااٖ ٓٓااااطٟٞ جُٔ٘ظٔااااس، 

ٝج٫ؾطٔااااحػ٢ ٝضٞظ٤لااااٚ ذٔااااح ٣هااااىّ جُٔ٘ظٔااااس  ٝوٌج٣ااااس ًحك٤ااااس قااااٍٞ ئوجٌز ٌأِ جُٔااااحٍ جُرٗاااا١ٍ

 ٣ٝٓحػىٛح ػ٠ِ ضك٤ٖٓ ٓٓطٟٞ جوجتٜح ذٌَٗ وجتْ.
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“The Impact of Human Capital on Organizational Performance through 

the Mediating Role of Social Capital: A Field Study at the Mobile Phone 

Companies in Yemen” 

Abstract 

The study aimed at identifying the impact of human capital on 

organizational performance mediated by social capital in the four mobile 

companies in Republic of Yemen (MTN, Yemen Mobile, SabaFon, and Y).  The 

study used the descriptive analytical design.  For the purpose of data collection, a 

questionnaire was developed and distributed to the sample of the study, 327 

employees selected from all administrative levels. The sample size was 

determined according to the sample size model of (Krejcie & Morgan, 1970).  

The study data were collected and analyzed using SPSS statistical package. The 

study first three hypotheses were tested using linear regression; however, the 

fourth hypothesis was tested by using the simple and multiple regressions 

according to (Baron & Kenny, 1986) in order to test the effect of the mediator 

variable.  

The main results of this study indicated that there is a statistically 

significant effect of human capital on organizational performance. In addition, 

there is a statistically significant effect of social capital on organizational 

performance but the effect was lower than that of the human capital. The results 

also showed that there is a statistically significant effect of human capital on 

social capital by (51.2%). This rate of effect supports the hypothesis that states, 

"The social capital in the mobile phone companies is the result of human capital".  

Furthermore, the results revealed that there is a statistically significant effect of 

human capital on organizational performance mediated by the social capital. 

Thus, the organizational performance in mobile phone companies in the Republic 

of Yemen is the result of the human and social capital as well.  This also 

indicates that social capital significantly mediates the effect of the human capital 

on the organizational performance. 

The study has reached a set of conclusions, the most important of which is 

that whatever the level of systems and programs' advancement is; and whatever 

the degree of the operations complexity is, behavioral factors- individuals or 

groups- are the effective drivers of efficient organizational performance.  
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Therefore, Organizations should pay attention to human and social 

capitals. The study, furthermore, concluded that organizations must take into 

account the human capital and training them constantly   in line with the 

environmental variables; this is because human capital is a dynamic element 

without which the organization cannot compete. Moreover, the results of the 

study showed that social capital in the Business organizations is still a vague 

concept to this point. Finally, one of the most important results of this study is 

that the efficiency and effectiveness of the Organizational performance is the 

output of the efficiency and effectiveness of the human capital and social capital 

as well.  

In light of the study results, it is recommended that there is a need to pay 

great attention to human capital and social capital as well. This can be achieved 

through improving human capital skills and capabilities by training courses and 

workshops. This can be also achieved by activating and spreading the culture of 

social capital within the organization and strengthening the level of relationship 

between employees' at all administrative levels. The study also recommended 

that the senior management should have sufficient knowledge about managing 

the human and social capital and using them to serve the organization and 

improve their performance permanently. 
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