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Abstract: Social capital is increasingly recognized as a key factor shaping
employees’ attitudes and experiences in the workplace. Its relationship with job
satisfaction is particularly relevant within public sector organizations. This study
looks at how social capital affects job satisfaction in workers at Abu Dhabi City
Municipality. Instead of focusing on general ideas, it highlights structural,
relational, and cognitive elements - showing how internal interactions shape
outcomes. Common values and mutual trust, along with shared knowledge appear
to boost satisfaction significantly. A descriptive-analytical method was applied,;
data came from a survey handed out to 50 staff members randomly picked from
a total group of 751. Statistical tools like SPSS and AMOS helped examine
averages, key factors, plus direct links between variables. Findings reveal
extremely strong social capital levels - and notably high job satisfaction across
participants. Path analysis indicates the relational aspect positively influences job
satisfaction, whereas its impact on institutional commitment is negligible. In
contrast, the cognitive factor contributes meaningfully to employee contentment
but does not affect loyalty to the organisation. Meanwhile, structural elements
show clear benefits for work-related fulfilment, yet remain unrelated to dedication
towards the institution. Findings suggest that greater organisational trust
strengthens interactions and supports knowledge exchange. These improved
connections lead to higher satisfaction levels within public sector employees.
Additionally, such environments foster stronger alignment with agency goals
over time.
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Introduction

The way public organisations work today is shifting - more focus now goes towards people, rather than
just systems. Instead of relying only on technology or money, performance depends heavily on how well
staff connect and collaborate. Positive interactions at work build trust, encourage teamwork, while
strengthening internal cohesion. Social connections within a workplace act as a valuable asset,
influencing both morale and efficiency. At the same time, employee satisfaction supports long-term
commitment, reduces turnover, and contributes to smoother operations. Understanding how these factors
interact matters greatly, particularly within government bodies such as Abu Dhabi City Municipality.
The idea of social capital refers to networks of relationships, shared beliefs, trust, interaction - alongside
collaborative practices - that shape how workers relate to one another. Though not physical, it’s seen as
valuable within organisations since it supports knowledge sharing, boosts teamwork, while reducing
destructive rivalry. Building a work environment rooted in trust also enhances unity and adaptability
during shifts or emergencies - this especially matters in public service bodies like city administrations,
where smooth cross-unit collaboration plus constant exchange of data are key to effective operations.
Job satisfaction refers to how content workers are with their jobs, both mentally and professionally. Not
limited to single aspects - it includes task type, pay structure, co-worker ties, boss interactions, along with
growth chances. When satisfaction is high, output improves, dedication rises, while staff leaving drops;
when low, it shows up as frequent absences, disinterest, weak results. Therefore, assessing this factor
matters greatly - to grasp company conditions correctly, also shaping actions that boost drive plus
organisational attachment. Studies consistently show social capital links closely to higher job satisfaction.
Trust, clear dialogue, and transparency help workers feel more included while also boosting emotional
backing at work; this reduces pressure and supports mental health. In contrast, low levels of connection
- often seen where disputes exist or mutual respect is missing - weaken morale and reduce contentment
on the job, harming team unity over time.

The importance of this research lies in its practical value for Abu Dhabi City Municipality - a major
government entity driving sustainable urban growth. By exploring how social capital affects job
satisfaction, it offers useful insights for leaders involved in decisions about workplace environment, team
cohesion, and employee involvement. This work highlights how theoretical ideas can support public

sector practices.
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Lastly, this research addresses an overlooked area in Arab and Gulf writings by offering a tailored model
- alongside practical paths - for upcoming work and policy choices in public administration, helping
clarify how social connections affect worker wellness within specific societal and organisational settings.
The key objective of the study is to investigate the role of social capital, both in terms of structure,
relation, and cognition, in job satisfaction among employees working in the Abu Dhabi City
Municipality, as well as the role played by workplace social relations in providing stability to employees
and an organisation. This aim can be addressed through the following overarching question: What is the
nature of the relationship between the dimensions of social capital and job satisfaction among employees
of Abu Dhabi City Municipality?
Research Questions
This research aims to explain the following research questions:

1. What is the nature of social capital and dimensions (structural, relational and cognitive) of the

employees of Abu Dhabi City Municipality?
2. How satisfied are the employees in Abu Dhabi City Municipality with their jobs?
3. Does social capital have a statistically significant association with the level of job satisfaction
amongst employees of Abu Dhabi City Municipality?
Research Problem
In Abu Dhabi City Municipality, providing key urban services depends on staff skills along with team
unity. Since institutional duties keep growing in complexity, building work connections rooted in mutual
trust - rather than mere coordination - is vital for organisational resilience and worker well-being. Still,
minimal locally-driven research from the UAE exists on how social networks affect job satisfaction,
pointing to a gap that calls for targeted analysis to support practical, data-backed improvements.
Literature Review

Research from Arab scholars suggests social capital strongly affects job satisfaction and workplace
performance. According to Ahmed (2025), structural, relational, and cognitive dimensions link closely
to employee contentment - especially where trust and common values exist within Palestinian
government offices. On the contrary, Alwan (2024) reported that although Jordanian public school
teachers scored highly on social capital, their satisfaction remained moderate, with men benefiting more
than women. Supporting this, Bagi & Hussein (2023) demonstrated improved efficiency among Iraqi
cultural ministry staff when knowledge exchange took place through strong interpersonal ties. Together,

Page | 293



Intercontinental Social Science Journal 2025: 2(6), 291-309

these findings indicate Arab state organisations gain advantages when cohesive work relationships build
mutual confidence, reinforce collective standards, and enhance worker involvement.
Research from service and volunteer groups backs these findings. Aljuzaiby et al. (2015) found
teamwork, trust, tolerance, along with a sense of national belonging had a small positive link to
organisational commitment in paid staff at non-profit bodies. Sharifi (2021) showed trust combined with
employee involvement played a strong role in building social capital within Algerian public banks, also
boosting job satisfaction noticeably. Likewise, Abdullah (2020) reported that engagement plus
confidence significantly predicted work-related contentment in higher education institutions across
Palestine. According to Saeed and Wardam (2018), as well as Jabbour (2018), collaborative ties built on
shared trust can boost employee innovation. These results highlight social capital’s role - improving
morale, output, and unity across Arab organisations. While evidence varies slightly, the overall pattern
supports its value in workplace dynamics.

Theoretical Framework
The mix of common ties, shared values, or mutual expectations helps build trust, improve dialogue, and
encourage teamwork within organisations. Though invisible, this resource boosts both work efficiency
alongside employee wellness - linking structural patterns, personal connections, also mental frameworks
(Putnam, 2024; Coleman, 2023; Nahapiet & Ghoshal, 2022; Lin, 2021)
Structural Aspect: This covers how people connect, access to data, as well as how tightly linked the
network is. Tighter links within structure boost teamwork and also help organisational outcomes.
Relational aspects focus on trust, mutual regard, give-and-take, along with how people interact overall.
Studies consistently show that relational resources strongly link to work fulfilment and commitment to
the organisation (Burt, 2020; Sharifi, 2021).
Cognitive Dimension: Shared objectives shape how people work together, while organisational norms
guide behaviour; mutual awareness supports clear interaction instead of confusion. A collective mindset
boosts coordination without relying on rigid structures.
Job Satisfaction
Job satisfaction refers to how employees emotionally evaluate their role and workplace. This shows up
when company benefits, chances for growth, fair practices, along with social interactions match
individual hopes (Locke, 1976; Putnam, 2024). Since it includes multiple aspects, it covers contentment
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with tasks, pay, surroundings, career advancement, and justice at work. High levels link to stronger
output, reduced staff leaving, together with improved mental well-being (Coleman, 2023).
Social Network Theory
Social Network Theory explains how the topology of human relationships determines how information,
trust and resources are distributed thus influencing employee attitudes and general satisfaction. It includes
a triadic model, which consists of structural, relational, and cognitive dimensions, and provides a detailed
perspective in terms of analysing the role of workplace alliances in job satisfaction in Abu Dhabi City
Municipality (Burt, 2020).

Methodology
The study followed a descriptive-analytic approach to explore how social capital links to job satisfaction
within Abu Dhabi City Municipality. Instead of experiments, it relied on describing patterns while
examining key factors; a carefully developed survey captured data - using established measures for
structural, relational, and cognitive aspects of social capital. Alongside this, a tested tool assessed levels
of job satisfaction.
Participants
A group of 50 workers were chosen from 751 city staff members - this ensured reliable results when
measuring trust and workplace happiness. Because the selection covered different roles, findings
reflected broader patterns across the organisation. Since participants came from various departments,
connections between team dynamics and work morale became clearer. As responses were collected
anonymously, answers likely showed honest opinions about cooperation at work. While some individuals
expressed low engagement, most reported positive relationships with colleagues. Where communication
flowed well, higher satisfaction levels appeared. Though not every voice was heard, trends pointed to

consistent links between support networks and employee attitudes.

Table 1
Demographic Characteristics of the Study Sample
Variable Category Frequency (n) Percentage (%)
Gender Male 40 80.0
Gender Female 10 20.0
Age < 30 years 10 20.0
Age 30-39 years 22 44.0

Age 40-49 years 11 22.0
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Variable Category Frequency (n) Percentage (%)

Age 50-59 years 7 14.0
Educational Level Secondary 6 12.0
Educational Level Diploma 6 12.0
Educational Level Bachelor’s degree 22 44.0
Educational Level  Postgraduate 16 32.0
Current Position Employee 34 68.0
Current Position Section Head 8 16.0
Current Position  Department Head 5 10.0
Current Position Division Manager 3 6.0

Table 1 shows most participants were men (80%), suggesting municipal roles tend to involve hands-on,
practical tasks. The largest age range was 30-39 years old (44%), pointing to a workforce in its peak
professional phase. Nearly half held bachelor’s degrees (44%), followed by postgraduates (32%),

indicating reliance on academically trained staff. Operational roles made up the biggest share (68%),

aligning with typical organisational setups.
Tool

The survey had two main parts. First came personal details - things like sex, age, education level, role at
work, and time spent on the job. This part gathered background data. Next, researchers looked at key
factors using a scale from one to five. Social Capital, standing as the predictor, used 15 questions divided
into structure, relationships, and shared beliefs. Job Satisfaction, what they aimed to explain, relied on
10 statements about duties, workplace conditions, rewards, growth chances, management quality,

fairness in policies, plus general security and loyalty.

Table 2

Reliability coefficients for the dimensions of the study instrument using Cronbach’s alpha coefficient

2025: 2(6), 291-309

Dimension / Variable

Code Number of Items Cronbach’s Alpha

Structural Dimension of Social Capital 1
Relational Dimension of Social Capital 2
Cognitive Dimension of Social Capital 3
Job Satisfaction 4

5
5
5
10
Overall Instrument (Social Capital and Job Satisfaction) Total 25

0.942
0.953
0.946
0.958
0.969

The computed Cronbach’s alpha exceeded the 0.90 threshold, showing solid internal consistency. Besides

this, the assessment shows a composite reliability index of 0.969, further supporting its trustworthiness.

Statistical Procedures
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The primary tools for data examination included SPSS along with AMOS. Links between social capital
and work-related contentment emerged through summary stats, consistency measures, accuracy checks,
predictive modelling, and structural equation approaches, among others.
Page | 297

Findings
This part shows the data outcomes - covering staff backgrounds, main factors, while highlighting analysis
patterns - to assess proposed connections among social capital aspects with work satisfaction at Abu
Dhabi City Municipality.
Results from Research Question 1: How do workers at Abu Dhabi City Municipality experience social
capital - its forms, ties, and shared understanding?
The average values along with their spread across the three aspects of social capital appear in Table 3,
providing insight into how these elements behave. While central tendencies highlight typical levels,

variability shows differences among responses; this combination helps clarify overall patterns within the

data set.

Table 3

Means, Standard Deviations, and Relative Importance of Social Capital Dimensions
Dimension Mean Standard Deviation Relative Importance (%) Assessment

Structural Dimension 4.564 0.550 91.28 Very High

Relational Dimension 4.400 0.667 88.00 High

Cognitive Dimension 4.440 0.666 88.80 High

Overall Social Capital 4.468 0.628 89.36 High

The results in Table 3 show staff at Abu Dhabi City Municipality perceive strong social capital (Mean =
4.468; 89.36%), suggesting collaboration, mutual trust, and open sharing of information. Structural
aspects scored highest (4.564), pointing towards efficient organisation-driven coordination along with
smooth data access. Cognitive elements came next (4.440), confirming shared objectives together with a

focus on continuous learning.

Table 4
Means, Standard Deviations, and Relative Importance of the Structural Dimension of Social Capital
No. Item Statement Mean Star?de_lrd Relative Assessment
Deviation Importance (%)
I have access to internal work networks within the .
1 municipality that facilitate efficient task completion. 4.76 043 9520 Very High
2 Clear anq .orggnl’sed cgmmunlcatlon channels exist between 458 0.64 91.60 High
the municipality’s various departments.
3 The adm_lnlstratlve structure helps me easily access the 458 050 91.60 High
information | need.
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Standard Relative

No. Item Statement Mean Deviation Importance (%) Assessment
4 I can eas_lly communicate V\{lth supervisors and colleagues 438 063 87,60 High

across different administrative levels.
5 The organisational structure allows for effective collaboration 452 054 90.40 High

between departments.
— Overall Mean of the Structural Dimension 456 0.55 91.28 Very High

Table 4 indicates high employee job satisfaction (M = 4.35; 87%). Workers report feeling backed within

a constructive workplace setting. Advancement chances received the top rating (4.46), whereas pride in
the organisation came closely behind (4.44). Physical factors and social aspects at work performed well,
however benefits and fairness policies - despite being favourable (4.30) - show potential for enhancement.
The relational part of social capital was assessed using average values alongside deviations from those
averages, based on relational indicators - shown in Table 5.

Table 5
Means, Standard Deviations, and Relative Importance of the Relational Dimension of Social Capital
Standard Relative Importance

No. Item Statement Mean Deviation (%) Assessment
1 I maintain §trong Worl_<|pg rglatlonshlps with my 432 071 86.40 High
colleagues in the municipality.
2 CVA::EaI trust prevails between me and my colleagues at 454 057 90.80 Very High
3 I experience a spirit of cooperation and reciprocal support 444 061 88.80 High
from colleagues.
4 $00|al relationships with colleagues help me improve my 442 070 88.40 High
job performance.
5 Mutual respect and appreciation exist among employees 428 073 85.60 High

in the municipality.
— Overall Mean of the Relational Dimension 440 0.67 88.00 High

Path analysis via AMOS 26 supported a reasonable model fit - GFI, CFI, and IFI reached 1.000 even
though chi-square may overreact. The structural side did not notably affect job satisfaction (p = —0.225,
p =.312); in contrast, the relational factor boosted it clearly (B =0.819, p <.001). To assess the cognitive
part of social capital, mean values along with standard deviations of related items were calculated; refer
to Table 6.

Table 6
Means, Standard Deviations, and Relative Importance of the Cognitive Dimension of Social Capital
No. Item Statement Mean Star)da}rd Relative Assessment
Deviation Importance (%)
I share a common understanding of work values and goals 422 081 84.40 High

with my colleagues in the municipality.

Page | 298



No.

5

Alnuaimi, 2025

Standard

Relative

Item Statement Mean Deviation Importance (%) Assessment
Information and knowledge are effectively exchanged among 422 081 84.40 High
employees.
| believe that my expertise and knowledge are appreciated by 466 047 93.20 Very High
colleagues and supervisors.
There is a good Ie\{el_ qf_ shared understanding regarding work 454 0.65 90.80 High
nature and responsibilities.
I fee.l that the mu'n1c1pa11ty s work environment promotes 456 058 91.20 Very High
continuous learning and knowledge acquisition.
Overall Mean of the Cognitive Dimension 444 0.66 88.80 High

Table 5 reveals a high cognitive dimension (M = 4.44; 88.80%), suggesting a work environment where
exchanging knowledge matters. Expertise recognition ranked most highly at 4.66. Although how info
moves varies somewhat, results show mutual values and company insight boost job satisfaction. The

cognitive aspect had the greatest positive impact compared to others.

Findings of Research Question 2: How satisfied are the employees in Abu Dhabi City Municipality

with their jobs?

Table 6
Means and Standard Deviations of Job Satisfaction Levels

Standard Relative
No. Item Statement Mean o Assessment
Deviation Importance (%)
I am satisfied with the physical work environment (offices, )
. 442 0.57 88.40 High
equipment, resources).
I am satisfied with the psychosocial work environment )
) ) 432 071 86.40 High
(human relations, cooperation).
I am satisfied with the promotion and career development ]
. ) 446 0.68 89.20 High
opportunities available to me.
I am satisfied with the incentives and rewards system in the ]
o 430 0.76 86.00 High
municipality.
I am satisfied with the leadership and supervisory style in ]
430 0.71 86.00 High
my workplace.
I am satisfied with the policies and regulations related to 0

6

employees in the municipality.

The data in Table 6 show strong job satisfaction, with an average rating of 4.35; 87% of participants gave

favourable responses. Workers point to workplace pride along with physical and social environment
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quality as key reasons they feel satisfied - promotion chances follow next. Although scores on rewards
and fair procedures dip slightly, the general tone remains clearly positive.

Research Question 3 Results: Does social capital have a statistically significant association with the
level of job satisfaction amongst employees of Abu Dhabi City Municipality?

To check if this idea holds, a structural equation model was built using AMOS 26. The goal was to
examine how the three aspects of social capital directly affect job satisfaction. Instead of treating them
together, each dimension was linked separately to the outcome. This method works well when dealing
with connections that involve immediate effects, yet also accounts for underlying pathways. Some
approaches might overlook such layers; however, this one captures both types clearly.

Table7
Goodness-of-fit Indices of Structural Model studying the Relationship between Social Capital and Job
Satisfaction

Model NFI RFI IFI TLI CFI
Deltal rhol Delta2 rho2

Default model 1.000 1.000 1.000

Saturated model 1.000 1.000 1.000

Independence model .000 .000 .000 .000 .000

Table 7 shows the fit measures for the full model, which has 6 degrees of freedom and a ¥* value of
214.81. Although the y?/df ratio is 35.80 - typically linked to simpler models - the fit indicators are perfect
(GFI=1.000, CFI=1.000, IFI1=1.000). Because the model structure is straightforward and includes few
variables, the RMSEA is somewhat elevated at 0.084. Despite this, the model works well for hypothesis
testing due to its strong CFI and GFI scores.

The findings from the regression examining how structural, relational, and cognitive aspects of social
capital link to job satisfaction are shown in Table 8.

Table 8
Results of the Direct Regression Analysis Between the Dimensions of Social Capital and Job Satisfaction
Estimate S.E. C.R. P

JobSat <--- SC_structural -.225 223 -1.011 312
JobSat <--- SC_relational .819 244 3362  kx*
JobSat <--- SC_cognitive 1.247 213 5.854  ***

Table 8 shows that the structural dimension does not have any statistically significant impact regarding
job satisfaction (0 =-0.225, p = 0.312). On the other hand, the relational (= 0.819) and cognitive (= 1.247)
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dimensions represent strong positive relationships and, therefore, provide partial evidence to the initial
hypothesis.

Discussion
The results from this study give useful insights into whether social capital uniformly boosts job
satisfaction in structured public organisations, such as the Abu Dhabi City Municipality. Employee
ratings on social capital show steady patterns - suggesting positive interactions at work, smooth sharing
of information, along with common workplace beliefs; features that align with current views on public
sector management focused on teamwork, transparency, while encouraging inclusive environments.
The average result for the structural aspect is high, suggesting local government operations run smoothly
thanks to clear procedures that support teamwork and steady interaction. Because frameworks are solid,
they create helpful conditions - yet gradually - for building stronger personal ties plus collective thinking
patterns across teams. Trust, mutual aid, along with give-and-take dynamics score notably well within
relationship factors, even if just marginally less than structure; these traits closely link to emotional
dedication at work according to Putnam (2023) and Al-Zahrani (2022). In parallel, outcomes tied to
shared understanding reveal consistent objectives, openness to new ideas, and recognition among
professionals - all aligning somewhat with findings by Bontis et al. (2022), who highlight how common
mental models bring people together.
The strong job satisfaction ratings suggest the local government balances daily work demands with staff
emotional and social well-being. Notably, solid career growth approval reflects management’s focus on
professional advancement; at the same time, elevated organisational pride highlights a clear sense of
belonging and commitment to public duty.
Path analysis confirms relational and cognitive aspects of social capital strongly boost job satisfaction -
trust, acknowledgment, and common goals further strengthen this effect. In contrast, the structural side
shows no clear direct link, suggesting official frameworks alone don’t generate fulfilment unless paired
with meaningful interpersonal bonds and aligned workplace principles.
The study suggests Abu Dhabi’s city authority managed structure, interactions, and information exchange
fairly well - resulting in a productive team with moderate unity. Results highlight that focusing resources
on relationship-building and shared understanding helps sustain worker contentment along with strong

organisational performance within government bodies.
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Conclusion
In this study, social capital emerged as a key factor shaping job satisfaction at Abu Dhabi City
Municipality. Although the structural aspect scored highest in description, statistical results showed only
relational and cognitive elements clearly linked to satisfaction. These outcomes underline how trust,
supportive interactions, along with common understanding of goals can strengthen employee outlooks.
High levels of professional growth and institutional pride suggest a constructive environment; yet they
also signal the need to keep building social connections for lasting success. Overall, evidence confirms
that personal bonds and shared perspectives among staff play a central role in boosting morale and
organisational performance.
Implications
The findings suggest several ways to improve performance at Abu Dhabi City Municipality. Vertical
communication may get stronger if transparency improves, along with mutual confidence between staff
and leadership. Social interactions - like team events or shared projects - can deepen relational
connections across units. Knowledge-sharing methods, such as peer mentoring or interdepartmental
sessions, help build cognitive social capital over time. In addition, embedding social capital measures
into strategic evaluation systems allows decision-makers to use data effectively while advancing
organisational quality.
Limitations
A few limitations marked this study. Although it focused on staff from a single government body, broader
conclusions may not apply. Since the setup was cross-sectional, tracking shifts over time in social capital
or job satisfaction wasn't possible. Instead of objective measures, reliance on personal responses might
introduce bias - particularly where workers aim to appear favourable. Moreover, using just numerical
data missed deeper insights that conversations or direct observation could provide.
Future Research
The future study might include other public and private organisations, helping results apply more widely.
To follow shifts in social capital and job satisfaction, a long-term approach could be better across different
stages of organisational growth. Using both qualitative and quantitative methods may offer deeper insight
into how relational and cognitive aspects link to workplace outcomes. Researchers could also explore
factors like management style, company values, or task pressure - elements that shape how social capital

affects employee satisfaction.

Page | 302



Alnuaimi, 2025

Conflict of Interest: The authors state clearly that their work contains no competing interests related to
content, findings, or interpretation. Because funding sources had no role in design, execution, or
reporting, independence was maintained throughout. Despite collaboration with institutions, decisions Page | 303
were driven solely by research needs, rather than outside pressures. Thus, results reflect only scientific

inquiry without interference from third parties involved at any stage.

Funding: No targeted grant supported this work - neither from public bodies, nor private firms, nor

charitable groups. Instead, the researchers covered all costs personally.

References

Abbasi, S. G., Abbas, M., Pradana, M., Al-Shammari, S. A. S., Zaman, U., & Nawaz, M. S. (2021).
Impact of organizational and individual factors on knowledge sharing behavior: social capital
perspective. Sage Open, 11(4), 21582440211054504.
https://doi.org/10.1177/21582440211054504

Bagi, R. D. A, Hussein, S. J., Al-Roubaie, M. M., & Alserhan, J. A. (2023). The Effect of Social
Capital on Job Performance Through the Mediating Role of the Knowledge Exchange: An
Analytical Study in the Ministry of Culture, Tourism and Antiquities. Journal of
Techniques, 5(4). https://shorturl.at/c73uV

Abu Orabi, T., Al-Hyari, H. S. A. M., Almomani, H. M., Ababne, A., Abu Huson, Y., Ahmed, E., &
Albanna, H. (2024). A bibliometric review of job satisfaction and organizational commitment in
businesses area literatures. Human Systems Management, 43(3), 407-430.
https://doi.org/10.3233/HSM-230130

Afolashade, I. S., Jimoh, A. M., Raji, N. A., Fowowe-Ogunmilugba, B. J., Oduola, O. Z., & Adewuyi,
H. O. (2024). Emotional intelligence, job satisfaction, reward system and organizational
commitment among workers. ASEAN Journal of Economic and Economic Education, 3(1), 45-
60. https://shorturl.at/H1SGa

Ahn, M. Y., & Davis, H. H. (2020). Sense of belonging as an indicator of social capital. International
Journal of Sociology and Social Policy, 40(7/8), 627-642. https://doi.org/10.1108/1JSSP-12-
2019-0258


https://doi.org/10.1177/21582440211054504
https://shorturl.at/c73uV
https://doi.org/10.3233/HSM-230130
https://shorturl.at/H1SGa
https://doi.org/10.1108/IJSSP-12-2019-0258
https://doi.org/10.1108/IJSSP-12-2019-0258

Intercontinental Social Science Journal 2025: 2(6), 291-309

Elrehail, H., Harazneh, 1., Abuhjeeleh, M., Alzghoul, A., Alnajdawi, S., & lbrahim, H. M. H. (2020).
Employee satisfaction, human resource management practices and competitive advantage: The
case of Northern Cyprus. European Journal of Management and Business Economics, 29(2),
125-149. https://doi.org/10.1108/EJMBE-01-2019-0001

Alwan, Omayah Taysir. (2024). The Relationship Between Social Capital and Job Satisfaction Among

Page | 304

Teachers of Jordanian Public Schools. Dirasat: Human and Social Sciences, University of
Jordan, 51(5). https://doi.org/10.35516/hum.v51i5.5702

Al-Masri, Mohammed Ezzat. (2022). The Effect of Social Capital on Developing Organisational
Commitment Among Paid Workers in Voluntary Organisations. Journal of Social Work, 74(1).

Amjad, F., Abbas, W., Zia-UR-Rehman, M., Baig, S. A., Hashim, M., Khan, A., & Rehman, H. U.
(2021). Effect of green human resource management practices on organizational sustainability:
the mediating role of environmental and employee performance. Environmental Science and
Pollution Research, 28(22), 28191-28206. https://doi.org/10.1007/s11356-020-11307-9

Amirzan, R. S., & Noor, N. H. M. (2024). Assessing the work performance of nonmanagerial
employees in the telecommunication industry: The influence of communication, commitment,
trust, & teamwork. Journal of Management & Science, 22(1), 16-16.

Anton, S. (2020). The impact of social capital on the attitude-related aspects of strategic adaptability.
Management Journal, 24(1), 21-37. https://doi.org/10.24912/jm.v24i1.616

Bahrudin, M., & Lawang, R. (2023). Investigating the Mediating Role of Social Capital in the
Influence of Job Satisfaction on Subjective Well-Being among Librarians in Java Island,
Indonesia. International Journal of Research and Innovation in Social Science (IJRISS).
https://doi.org/10.47772/1JR1SS.2023.7711

Barrutia, J. M., & Echebarria, C. (2022). Harnessing social interaction and intellectual capital in
intergovernmental networks. Journal of Intellectual Capital, 23(3), 639-665.
https://doi.org/10.1108/J1C-09-2019-0226

Berthelsen, H., Owen, M., & Westerlund, H. (2021). Does workplace social capital predict care quality
through job satisfaction and stress at the clinic? A prospective study. BMC Public Health, 21(1),
1320. https://doi.org/10.1186/s12889-021-11320-8


https://doi.org/10.1108/EJMBE-01-2019-0001
https://doi.org/10.35516/hum.v51i5.5702
https://doi.org/10.1007/s11356-020-11307-9
https://doi.org/10.24912/jm.v24i1.616
https://doi.org/10.47772/IJRISS.2023.7711
https://doi.org/10.1108/JIC-09-2019-0226
https://doi.org/10.1186/s12889-021-11320-8

Alnuaimi, 2025

Burt, R. S. (2020). Social networks and job satisfaction: The mediating role of organizational trust.
Canadian Journal of Organizational Behaviour, 15(4), 300—3109.
https://doi.org/10.1080/15332845.2020.114562

Cao, X., Zhang, H., Li, P., & Huang, X. (2022). The influence of mental health on job satisfaction: Page | 305
mediating effect of psychological capital and social capital. Frontiers in public health, 10,
797274. https://doi.org/10.3389/fpubh.2022.797274

Chakraborty, T., Sharada, V. S., & Anand, R. (2024). Fostering a sense of belonging: A strategic
approach to employee engagement. From the Editor’s Desk.

Coleman, J. S. (2023). The role of social capital in enhancing employee well-being and job satisfaction.
International Journal of Human Resource Studies, 13(2), 87—-105.
https://doi.org/10.5296/ijhrs.v13i2.31450

Damayanti, F., & Darmawan, D. (2025). The influence of organizational commitment and job
satisfaction on employee performance. Journal management and applied business, 3(1), 97-111.
https://doi.org/10.20961/meister.v3i1.2063

Diawati, P., Gadzali, S. S., Abd Aziz, M. K. N., Ausat, A. M. A., & Suherlan, S. (2023). The role of
information technology in improving the efficiency and productivity of human resources in the
workplace. Journal of Technology and Business Information Systems, 5(3), 296-302.
https://doi.org/10.47233/jteksis.v5i3.872

Edinger, S. K., & Edinger, M. J. (2018). Improving teacher job satisfaction: The roles of social capital,
teacher efficacy, and support. The Journal of Psychology, 152(8), 573-593.
https://doi.org/10.1080/00223980.2018.1489364

Elrehail, H., Harazneh, 1., Abuhjeeleh, M., Alzghoul, A., Alnajdawi, S., & lbrahim, H. M. H. (2020).
Employee satisfaction, human resource management practices and competitive advantage: The
case of Northern Cyprus. European Journal of Management and Business Economics, 29(2),
125-149. https://doi.org/10.1108/EJMBE-01-2019-0001

Fadhil, M. (2023). The Impact of Reward System on Job Satisfaction and In-role Performance among
Lecturers in Indonesia. Journal of Economics and Business Education (JPEB), 11(02), 117-129.
https://doi.org/10.21009/10.21009/JPEB.011.2.2


https://doi.org/10.1080/15332845.2020.114562
https://doi.org/10.3389/fpubh.2022.797274
https://doi.org/10.5296/ijhrs.v13i2.31450
https://doi.org/10.20961/meister.v3i1.2063
https://doi.org/10.47233/jteksis.v5i3.872
https://doi.org/10.1080/00223980.2018.1489364
https://doi.org/10.1108/EJMBE-01-2019-0001
https://doi.org/10.21009/10.21009/JPEB.011.2.2

Intercontinental Social Science Journal 2025: 2(6), 291-309

Jabbour, Abdel Baset. (2018). The Impact of Social Capital on Enhancing Creative Behaviour Among
Employees: A Case Study of Colonel Chaabani Public Hospital in EI Menea. (Unpublished
Master’s Thesis), Kasdi Merbah University — Ouargla, Algeria.

Jibril, I. A., & Yesiltas, M. (2022). Employee satisfaction, talent management practices and sustainable Page | 306
competitive advantage in the Northern Cyprus hotel industry. Sustainability, 14(12), 7082.
https://doi.org/10.3390/su14127082

Judge, T. A., Zhang, S. C., & Glerum, D. R. (2020). Job satisfaction. Essentials of job attitudes and
other workplace psychological constructs, 207-241. https://doi.org/10.4324/9780429325755-11

Jutengren, G., Jaldestad, E., Dellve, L., & Eriksson, A. (2020). The potential importance of social
capital and job crafting for work engagement and job satisfaction among health-care employees.
International Journal of Environmental Research and Public Health, 17(12), 4272.
https://doi.org/10.3390/ijerph17124272

Halilintar, R., & Sobirin, A. (2022). The Influence of Training and Organizational Commitment on
Employee Performance through Job Satisfaction: Bahasa Indonesia. Management Selection:

Journal of Business & Management Students, 1(6), 1-22.

Hollett, R. C., McMahon, M., & Monson, R. (2021). Associating psychological factors with workplace
satisfaction and position duration in a sample of international school teachers. Frontiers in
Psychology, 11, 601554. https://doi.org/10.3389/fpsyg.2020.601554

Igalla, M., Edelenbos, J., & van Meerkerk, I. (2020). What explains the performance of community-
based initiatives? Testing the impact of leadership, social capital, organizational capacity, and
government support. Public Management Review, 22(4), 602-632.
https://doi.org/10.1080/14719037.2019.1604796

Irwandi, 1. (2024). Social capital in Indonesia: Literature review. Journal of Development Economics
and Digitalization, Tourism Economics, 1(2), 52-60. https://doi.org/10.59407/jdedte.v1i2.626

Karsim, K., Susilowati, E., Setiawan, W. B., Syafii, M., & Rijal, S. (2023). Nurturing job satisfaction:

Social interactions and work environment via empowering motivation. Journal of Business
Economics Informatics, 772-778. https://doi.org/10.37034/infeb.v5i3.645

Lee, D. W., & Kim, H. Y. (2021). The effect of social capital on disaster conflicts in local
communities: Focusing on disaster victims. International Journal of Disaster Risk Reduction,
63, 102445. https://doi.org/10.1016/j.ijdrr.2021.102445


https://doi.org/10.3390/su14127082
https://doi.org/10.4324/9780429325755-11
https://doi.org/10.3390/ijerph17124272
https://doi.org/10.3389/fpsyg.2020.601554
https://doi.org/10.1080/14719037.2019.1604796
https://doi.org/10.59407/jdedte.v1i2.626
https://doi.org/10.37034/infeb.v5i3.645
https://doi.org/10.1016/j.ijdrr.2021.102445

Alnuaimi, 2025

Lin, N. (2021). Linking social capital to job satisfaction: Evidence from the healthcare sector. Asia-
Pacific Journal of Management, 38(4), 1125-1147. https://doi.org/10.1007/s10490-021-09745-
2

Lin, N. (2021). Linking social capital to job satisfaction: Evidence from the healthcare sector. Asia-
Pacific Journal of Management, 38(4), 1125-1147. https://doi.org/10.1007/s10490-021-09745-2

Lin, C. P., & Huang, T. Y. (2023). Assessing social capital and knowledge sharing in the high-tech

Page | 307

industry: a moderating role of hyper competition. Management Decision, 61(1), 120-143.
https://doi.org/10.1108/MD-08-2021-1065

Lopez-Cabrales, A., & Valle-Cabrera, R. (2020). Sustainable HRM strategies and employment
relationships as drivers of the triple bottom line. Human resource management review, 30(3),
100689. https://doi.org/10.1016/j.hrmr.2019.100689

Malik, S. Y., Cao, Y., Mughal, Y. H., Kundi, G. M., Mughal, M. H., & Ramayah, T. (2020). Pathways
towards sustainability in organizations: Empirical evidence on the role of green human resource
management practices and green intellectual capital. Sustainability, 12(8), 3228.
https://doi.org/10.3390/su12083228

Martin, G., Farndale, E., Paauwe, J., & Stiles, P. G. (2016). Corporate governance and strategic human
resource management: Four archetypes and proposals for a new approach to corporate
sustainability. European Management Journal, 34(1), 22-35.
https://doi.org/10.1016/j.emj.2016.01.002

Mondal, S., Sharma, A., & Panackal, N. (2025). A Study of the Impact of Social Capital on Job
Satisfaction: The Mediating and Moderating Role of Social Trust and Academic Leadership.
Prabandhan: Indian Journal of Management, 18(4), 8-30.
https://doi.org/10.17010/pijom/2025/v18i4/174314

Nahapiet, J., & Ghoshal, S. (2022). Social capital and its impact on job satisfaction: A structural
equation modeling approach. European Management Review, 19(1), 55-78.
https://doi.org/10.1111/emre.12412

Olatunbosun, O. D., & Onuoha, B. C. (2020). Social capital and SME performance in Rivers state.
EPRA International Journal of Multidisciplinary Research (IJMR), 6(11), 136-144.


https://doi.org/10.1007/s10490-021-09745-2
https://doi.org/10.1007/s10490-021-09745-2
https://doi.org/10.1007/s10490-021-09745-2
https://doi.org/10.1108/MD-08-2021-1065
https://doi.org/10.1016/j.hrmr.2019.100689
https://doi.org/10.3390/su12083228
https://doi.org/10.1016/j.emj.2016.01.002
https://doi.org/10.17010/pijom/2025/v18i4/174314
https://doi.org/10.1111/emre.12412

Intercontinental Social Science Journal 2025: 2(6), 291-309

Putnam, R. D. (2024). Social capital and job satisfaction in public sector organizations: An empirical
analysis. Journal of Public Administration and Management, 42(3), 211-233.
https://doi.org/10.1016/j.jpam.2024.03.004

Ratnasari, S. D. (2021). The importance of organizational commitment and job satisfaction on work Page | 308
productivity and intention to quit in the covid 19 pandemic era. Business Excellence and
Management, 11, 237-247. https://doi.org/10.24818/beman/2021.S.1.2-18

Ren, Z., Zhang, X., Sun, Y., Li, X, He, M., Shi, H., ... & Liu, H. (2021). Relationships of professional
identity and psychological reward satisfaction with subjective well-being among Chinese
nurses. Journal of nursing management, 29(6), 1508-1516. https://doi.org/10.1111/jonm.13276

Saeed, Sanaa Abdul Rahim, & Wardam, Arkan Abdullah. (2018). The Effect of Social Capital
Dimensions on Structural Empowerment of Employees: An Applied Study in Al-Samawah
Municipality Directorate. University of Baghdad Journal, 24(103).

Saijo, E. (2022). Understanding the role of social capital in promoting knowledge-based growth in
Europe. Journal of Policy Options, 5(4), 1-7.

Sharifi, Jalloul. (2021). Determinants of Social Capital and Its Effect on Job Satisfaction: A Field Study
of a Sample of Banks in Saida Province. Nama Journal for Economics and Trade, 5(1).

Sinval, J., & Maroco, J. (2020). Short index of job satisfaction: Validity evidence from Portugal and
Brazil. PloS one, 15(4), €0231474. https://doi.org/10.1371/journal.pone.0231474

Sonboli, Z., Jalali, M., & Parvaneh, Z. (2021). Analysing the Impact of the Social Capital on the
Performance of Rural Municipalities (Case Study: Songor and Kolyai County). Journal of
Research and Rural Planning, 10(4), 101-116.

Supriatna, E., Ekowati, D., Aziz, A. M., & Mokodenseho, S. (2023). Analysing the relationship
between cultural diversity, social capital, and community resilience in Jakarta, Indonesia. The
Eastasouth Journal of Social Science and Humanities, 1(01), 28-36.
https://doi.org/10.58812/esssh.v1i01.145

Virzaru, A. A., & Bocean, C. G. (2024). Digital transformation and innovation: The influence of digital
technologies on turnover from innovation activities and types of innovation. Systems, 12(9),
359. https://doi.org/10.3390/systems12090359

Westerman, J. W., Rao, M. B., Vanka, S., & Gupta, M. (2020). Sustainable human resource

management and the triple bottom line: Multi-stakeholder strategies, concepts, and engagement.


https://doi.org/10.1016/j.jpam.2024.03.004
https://doi.org/10.24818/beman/2021.S.I.2-18
https://doi.org/10.1111/jonm.13276
https://doi.org/10.1371/journal.pone.0231474
https://doi.org/10.58812/esssh.v1i01.145
https://doi.org/10.3390/systems12090359

Alnuaimi, 2025

Human Resource Management Review, 30(3), 100742.
https://doi.org/10.1016/j.hrmr.2020.100742

Zhang, H., Sun, L., & Zhang, Q. (2022). How workplace social capital affects turnover intention: The
mediating role of job satisfaction and burnout. International Journal of Environmental Research Page | 309

and Public Health, 19(15), 9587. https://doi.org/10.3390/ijerph19159587

Copyrights
Copyright for this article is retained by the author(s), with first publication rights granted to the journal.
This is an open-access article distributed under the terms and conditions of the Creative Commons

Attribution


https://doi.org/10.1016/j.hrmr.2020.100742
https://doi.org/10.3390/ijerph19159587

