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Abstract: Organizational performance is one of the determining factors for sustainability. SD
MM as one of the Islamic Mass Organization charities located in Limo Depok has performed
less than optimally in the last 5 years. This study aims to determine and analyze the influence
of intellectual capital, which consists of human capital, structural capital, and relational
capital, on the organizational performance of the SD MM. The method used in this study is a
research approach with a quantitative paradigm, using closed questionnaire research
instruments, causality analysis with SEM (Structural Equation Modeling), and the use of
SPLS (Part Least Square) as a statistical analysis tool. The respondents were all teachers and
staff from SD MM as amount of 44. Sampling using saturated sampling techniques. The
results showed that Human Capital does not affect organizational performance. Meanwhile,
Relational Capital and Structural Capital partially have a significant positive effect on the
organizational performance of SD MM.

Keywords: Intellectual Capital, Human Capital, Structural Capital, Relational Capital,
Organizational Performance.

INTRODUCTION

Organizational performance is a very important thing to be considered by every
organization, both profit-oriented and non-profit-oriented. Organizational performance is a
critical point in organizational management because it is a measure of organizational success.
According to Suryani and Fo Eh (2019), organizational performance is the result of a process
carried out by the individuals in it based on established planning. Organizational
performance is the result achieved in financial, market, operational, and employee
performance. Organizational performance is the cumulative output of all activities carried out
by the organization (Alrowwad et al., 2020).

One of the achievements of poor performance of educational organizations is indicated
by a decrease in the number of students. This is experienced by SD MM which is one of the
charities of Islamic organizations in Indonesia engaged in the implementation of elementary
school education. During the last 5 years, the number of students at SD MM has decreased by
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5.83% every year. In the 2019/2020 school year, SD MM had 669 students. Meanwhile, in
the 2023/2024 school year, the number of SD MM students is 526 students.

Variables that affect organizational performance include human resources,
organizational fairness, organizational effectiveness (Suryani & FoEh, 2019). Some
previous studies have stated that organizational performance is influenced by human capital,
relation capital, and structural capital ((Katili et al., 2019) (Sugiono et al., 2019)(Alrowwad
et al., 2020) (Yusliza et al., 2020) (Hasmirati & Akuba, 2022)), Meanwhile, several previous
studies have given opposite results. The research conducted by Andriana (2014) and
Saragih (2017) gave the results that human capital had a negative and insignificant effect on
organizational performance. Research conducted by Aprilyani (2020) stated that human
capital did not have a significant effect on the company's financial performance. Research
conducted by Wusko and Alfianto (2022) provided the results that human capital did not
have a significant effect on company performance, Research conducted by Muzakki (2020)
showed that human capital and structural capital did not have a significant effect on company
performance. Research conducted by Andriana (2014) stated that structural capital does
have a positive influence but is not significant on companies' financial performance.
Research conducted by Noor and Nawangsari (2021) showed Relational capital has a
negative and significant effect on organizational sustainability.

Based on previous literature, it can be seen how important the role of human factors is
in achieving organizational performance, more specifically in schools. Given the school
organization as a place to study, intellectual capital becomes very important for the
organization's success. According to (Bakshi, 2015)((Liu, 2017) (Alrowwad et al., 2020)),
intellectual capital includes human capital, relation capital, and structural capital.

Organizational performance is measured using the balanced scorecard concept that has
been developed by Kaplan and Norton. According to Kaplan and Norton, the balanced
scorecard is a performance measurement tool for recording the work plan that will be
achieved in the future and its performance achievements by applying a balance between
financial and non-financial factors, long-term and short-term strategies, and a balance
between internal perspectives (the interests of all parties in the organization) and external
(Santoso et al., 2018). The dimensions used in measuring organizational performance are
based on the concept of a balanced scorecard by using four perspectives in a balanced
manner, namely the financial perspective, customers, internal business processes, and the
learning and growth process (Alrowwad et al., 2020).

Human capital is a combination of knowledge, skills, innovation, and the ability of a
person to carry out his or her duties so that it can create value to achieve goals (Katili et al.,
2019). Human capital is an essential component of the intellectual capital process and a
driving force for the other two components of intellectual capital (Alrowwad et al.,
2020)(Bakshi, 2015). Human capital includes knowledge, skills, innovation, attitudes,
behaviors, and the ability of employees to develop (Liu, 2017). Based on this, the dimensions
that will be used in the research include knowledge, skills, and attitudes.

Relational capital is the ability of employees to build harmonious relationships within
the company and between the company and external parties (Liu, 2017). The dimensions that
will be used to measure relational capital are teamwork and networking. Roos et al (in Forte,
2017) Describe structural capital as what is left behind in the company when employees
return home at night. Structural capital is concerned with the organizational structure and
systems that support employee productivity and that remain in the company even when
employees leave the organization (Alrowwad et al., 2020) (Bakshi, 2015). Structural capital
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or organizational capital is the sum of all assets, and creative abilities of the organization,
such as employees' attitudes towards authority, responsibility, and awareness of the
organization's core culture (Liu, 2017).

In connection with this and by considering the gap phenomenon of organizational
performance decline in SD MM and the previous research gap, the purpose of this study is to
find out and analyze the influence of Human capital, Relation capital, and structural capital
on the organizational performance of SD MM. The formulation of the problem in this study
is as follows :

1. Does human capital affect the organizational performance of SD MM?
2. Does Relation capital affect the organizational performance of SD MM?
3. Does structural capital affect the organizational performance of SD MM?

METHOD

The research design used a quantitative approach to causal relationships, which are
relationships that explain the influence of one variable on another variable. The population in
this study is all teachers and educators of SD MM. Given that the number of teachers and
educators is 44 people, all members of the population are used as samples. So the sampling
technique used is saturated.

The type of data used in the study is primary data derived from respondents. The
method used in data collection is distributing questionnaires to respondents to fill out. Data
was collected from March to April 2024. The questionnaire is closed in nature and contains
questions related to respondents' perceptions. Likert scale is used to measure respondents'
perceptions related to the variables or indicators studied. The variables measured in the study
are organization performance (OP) as an endogenous variable (Y), Human Capital (HC),
Relational Capital (RC), and Structural Capital (SC) as an exogenous variable (X1, X2, and
X3).

The analytical method used in the study is SEM (Structural Equation Modelling). The
software used in data processing and analysis is SPLS (Smart Partial Least Square). PLS
(Partial Least Squares) is an alternative model to covariance-based SEM. PLS is used for
causal predictive analysis in complex conditions. The testing steps of PLS analysis in general
are designing a measurement model (outer model), conducting validity and reliability tests,
designing structural models (inner models), and conducting hypothesis tests. Figure 1 depicts
the conceptual model of this research. Based on this framework, the hypotheses are presented
as follows:

H1: Human capital affects the organizational performance of SD MM
H2: Relational capital affects the organizational performance of SD MM
H3: Structural capital affects the organizational performance of SD MM

Human
Capital

. A
Relational Organizational
Capital i » Performance

Shuctusal
Capital

Figure 2: Research Conceptual Framework
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RESULTS AND DISCUSSION

The respondents were all SD MM employees who were permanent employees and
totaled 44 people. The majority of respondents are teachers with 77.3%. All respondents are
Muslims, with the majority of educational backgrounds being bachelor's degree graduates,
which is 75%. Judging by gender, respondents were dominated by women at 65.9%, while in
terms of age around 71% were aged between 30 — 50 years. Based on the length of work
experience, the dominance of the length of work between 5 — 20 years is 72.7%.

Validity and Reliability Test

The initial model uses 3 indicators on the Human Capital variable, 6 indicators on the
Capital Relation variable, 5 indicators on the Structural Capital variable, and 9 indicators on
the Organization Performance variable. Based on data processing at the first stage, there are
several invalid indicators. Invalid indicators are removed, especially those with outer loading
values below 0.7. Elimination through 3 stages of modeling, so that the fourth model used 3
indicators on the Human Capital variable, 4 indicators on the Capital Relation variable, 4
indicators on the Structural Capital variable, and 5 indicators on the Organizational
Performance variable. The stages of removing some indicators through several models can be

seen in Table 1.
Table 1. Outer Loading

Outer Loading
Variable  Indikator “hpogel  Model Model  Model
1 2 3 4
X1 (Human HCI1 0.679  0.676  0.735  0.780
Capital) HC2 0.609  0.619 ; ;
HC3 0.591 - - -
HC4 0.805 0816  0.841  0.888
HC5 0.675  0.683 0719  0.737
HC6 0672  0.677  0.678 -
X2 (Relation RCI 0.736 0748  0.743  0.743
Capital) RC2 0.512 ; ; ;
RC3 0.766 0759  0.759  0.767
RC4 0772  0.767  0.777  0.787
RC5 0.802  0.802  0.808  0.805
RC6 0711  0.731 0720  0.706
X3 (Structural SC1 0.736 0.738 0.735 0.738
Capital) SC2 0619  0.616 ; ;
SC3 0.883  0.881  0.888  0.887
SC4 0.780  0.782  0.768  0.766
SC5 0.810 0811  0.860  0.860
Y (Organization OPI1 0.669  0.689 0701  0.751
Performance) oP2 0.724 0718  0.694 ;
OP3 0.850  0.851  0.835  0.869
OP4 0.628  0.630 - -
OP5 0.758  0.755  0.749  0.710
OP6 0.836  0.840  0.865  0.858
OP7 0.591 - - -
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OP8 0.639 0.638 0.663 -
OP9 0.778 0.789 0.811 0.845

Source: S-PLS Data Processing Results, 2024

The fourth model used as a measurement model is shown in Figure 2. Based on Figure
3 it can be seen that the outer loading value of all indicators is above 0.7 which means that all
indicators used in the new model are valid.
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Figure 2. Path Coefficient Model

Based on Table 2 it can be seen that the value of AVE (Average Variance Extracted) is
above 0.5. This means all variables are in a valid condition. When viewed from Cronbach's
Alpha, then the CA value above 0.7 means all variables are reliable. Likewise, the
measurement of composite reliability and rho A shows that all variables are in reliable
condition because the value is above 0.7.

Table 2. Discriminant Validity and Reliabili

X1 0.647 0.734 0.801 0.845
X2 0.581 0.819 0.823 0.874
X3 0.665 0.831 0.849 0.887
Y 0.655 0.866 0.879 0.904

Source: S-PLS Data Processing Results, 2024
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R Square, Predictive Relevance dan GoF Test
Table 3. R Square

R-Square R-Square Adjusted

Y (Organizational Performance) 0.742 0.722
Source: S-PLS Data Processing Results, 2024

Based on Table 3 it can be seen that R square Y is 0.742. This shows that Y is affected by X1,
X2 and X3 by 74.2%. The R-square value of Organizational Performance is 0.742 which
means it indicates a strong structural model.

Predictive Relevance Value (Q2)

Q2=1-(1-R2)
=1—(1-0.742)
=1-0.258
=0.742

Meanwhile, a Q2 value of 0.742 means greater than 0 and indicates a model that has
predictive relevance. A Q2 value of 0.742 indicates strong predictive relevance.
The goodness of fit index (GoF) test is performed to verify the combined performance

of the outer and inner models, which is achieved by the following calculation:

GoF = VAVE x R2

GoF =0.655 x 0.742

GoF = 0.486

GoF = 0.697
Ghozali and Latan (2020) state that 0.1; 0.25; and 0.36 specify the criteria for small, medium,
and large GoF values. Based on the calculation results, the GoF value was determined to be
0.697, which indicates that the overall performance of the combined external and structural
models is good, as the Goodness of Fit Index (GoF) value is greater than 0.36 (large GoF).

Hypothesis Testing
Table 4. Hypothesis Test
X1->Y -0.042 -0.033 0.141 0.295 0.768  Rejected
X2->Y 0.386 0.410 0.168 2292 0.022  Accepted
X3->Y 0.548 0.526 0.197 2.777 0.006  Accepted

Source: S-PLS Data Processing Results, 2024

Table 4 shows the direct relationship between exogenous variables and endogenous
variables. Table 4 can be seen from two aspects, the first is the nature of the relationship
between variables, positive or negative which can be seen from the original sample. The
second is significant which can be seen from the t count and P Values. The relationship is
significant if the calculated t is greater than 1.96 or the P value is below 0.05. Table 4 shows
that the relationship of exogenous variables (X1) with endogenous variables (Y) is negative,
while the relationship of exogenous variables (X2 &; X3) with exogenous variables (Y) is
positive

Based on Table 4 it can be seen that the P values value of relationship X1 with Y
exceeds 0.05. Likewise, the calculated t-value is less than 1.9. This shows that X1 does not
affect Y, meaning that human capital does not affect organizational performance. Meanwhile,
a significant relationship is obtained between variables X2 and X3 to Y, because the
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calculated t is greater than 1.96 and the P value is less than 0.05. Further interpretations of
Table 4 are:
1. Human capital has a negative and insignificant effect on organizational
performance of SD MM (hypothesis rejected).
2. Relation capital has a significant positive effect on the organizational performance
of SD MM (hypothesis accepted).
3. Structural capital has a significant positive effect on the organizational performance

of SD MM (hypothesis accepted).

The results of data processing show that human capital has a negative relationship with
organizational performance but is not significant. Thus, hypothesis 1, which states that
human capital has a positive and significant impact on organizational performance, is
rejected. This shows that high or low human capital as measured by the dimensions of
knowledge, abilities, and attitudes possessed by teachers and staff does not affect the
organizational performance of SD MM. The insignificant negative effect may have come
from the majority of respondents who are dominated by senior age. 71% of respondents are
between 30 - 50 years old. Senior teachers at SD MM have certainly received adequate
training according to their working period. Based on the explanation of the School Head of
SD MM, the program, the teachers receive training 2 times a year. Training can be technical
or non-technical (e.g. management or leadership). An adequate amount of training will
improve the ability of teachers.

The results of research showed that relational capital has a significant positive effect on
organizational performance. Thus the formulated hypothesis is acceptable. This shows that
relational capital can improve the organizational performance of SD MM. Based on Table 4
the constant value is 0.386, which means that for every one-unit increase in Relational
Capital, Organizational Performance increases by 0.196 units. Increasing the Relational
Capital Human Resources of SD MM Organization will improve Organizational
Performance. The results of this study have implications that the management of SD MM
needs to motivate teachers and administrative staff to always maintain internal teamwork and
maintain relationships with external parties such as student guardians.

The results also show that structural capital has a significant positive impact on
organizational performance. Thus the formulated hypothesis is acceptable. This shows that
structural capital can improve the organizational performance of SD MM. Based on Table 9
the constant value is 0.548, meaning that every increase in one unit of Structural Capital will
increase Organizational Performance by 0.548 units. The implication of the results of this
study is the need for management to maintain the climate so that teachers and administrative
staff can still maintain organizational culture and responsibility for their tasks.

CONCLUSION

Based on the results of research and discussion, the results of the study are, that the
organizational performance of SD MM is positively and significantly influenced by
Relational Capital and Structural Capital. Meanwhile, human capital does not affect the
performance of SD MM. This implies that increasing the relational capital of teachers will
improve the performance of SD MM. Likewise, increasing the structural capital of teachers
will be able to improve the performance of SD MM. Meanwhile, human capital does not play
a role in improving the organizational performance of SD MM. Because organizational
performance can have a positive impact on organizational sustainability, by strengthening the
relational capital and structural capital of teachers, organizational sustainability can be
maintained.
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