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Abstract : The aim of the present research is to reveal the role of the relationship between knowledge capital 

represented by (human capital, relational capital, and structural capital) and the proactive behavior represented by 

(proactive organizational behavior, proactive behavior directed to colleagues, and individual proactive behavior), 

with the aid of the use of the questionnaire device that measures the level of availability of research variables in 

college participants at the Islamic university thru the usage of a hard and fast of statistical gear represented through 

(regular distribution, structural modeling equation, Alpha-Cronbach coefficient, suggest, standard deviation, 

Pearson correlation coefficient, and regression coefficients that had been extracted by this system ( AMOS.V.24), and 

the research reached a set of results, the most important of which is there is a significant correlation and effect 

between knowledge capital and proactive behavior, which led to a set of recommendations, the most important of 

which is to increase the awareness of the research community members of the importance of knowledge capital and 

the acquisition and development of knowledge in the university to ensure an increase in the desire of workers In 

engaging in cognitive proactive behaviors that give value and distinction to the university compared to other 

universities. 

Keywords: knowledge capital, human capital, relationships capital, structural capital, and proactive behavior. 

INTRODUCTION: Iraqi private higher education institutions are afflicted by a lag inside the infrastructure, 

represented within the basic pillars in building an advanced information capital able to enhancing the extent of 

educational establishments in developing the proactive behavior of the useful human resource in universities as it 

represents the maximum essential asset being the premise on which excellence may be executed as compared to the 

relaxation establishments. Therefore the idea of the current examination to shed mild on the position of understanding 

capital in promoting proactive conduct, which contributes to enhancing the connection, cooperation, and interaction 

with people with the aid of growing trust and credibility among personnel and educational institutions.
 

The study consisted of several topics. The first topic reviewed the methodological framework of the study, while the 

second topic embodied the theoretical framework of the study. The third chapter outlined the field side of the study 

and finally came the conclusions and recommendations that came out of the study. 

Study problem 
      The essence of the study problem is reflected in an important question that is (What are the behaviors that can be 

invested to improve the relationship between knowledge capital and proactive action?  

Objectives of the study 
1. Identify the university's level of ownership of knowledge capital in its field (human capital, relational capital, and 

structural capital). 

2. We are exposing the university's level of ownership of proactive behavior in its field (proactive organizational 

behavior, proactive behavior directed at colleagues, and individual proactive behavior). 

3. How does the field of knowledge capital represented by (human capital, relational capital, and structural capital) 

affect proactive behavior? 

The importance of studying 
1. It introduces the studied university to the importance of defined capital and the proactive behavior of its affiliates. 

2. To impart a new intellectual character to studies by measuring the nature and type of relationship between 

important topics in modern management thought. 

hypothesis model for the study 
Presenting the problem, importance and objectives of the study paves the way to building a hypothetical model that 

contributes to reflecting the nature and type of relationship between the variables included in the study, and 

accordingly Figure (1) shows the hypothetical model of the study, which is represented by the following: 

1) The independent variable: includes the knowledge capital represented in three dimensions (human capital, 

relational capital, and structural capital). 

2) The dependent variable: includes proactive behavior, and was measured through three dimensions, namely 

(proactive organizational behavior, proactive behavior directed at colleagues, and individual proactive behavior). 
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Figure (1) hypothesis model 

 

 

 

 

 

Figure (1) hypothesis model 

Hypotheses of the study 
1. The correlation hypothesis, The first main hypothesis: There is a statistically significant correlation between 

cognitive capital and proactive behavior: 

- The first sub-hypothesis: There is a statistically significant correlation between the dimension of human capital and 

the dimensions of proactive behavior. 

- The second sub-hypothesis: the existence of a statistically significant correlation between the relational dimension 

of capital and the dimensions of proactive behavior. 

- The third sub-hypothesis: There is a statistically significant correlation between the dimension of structural capital 

and the dimensions of proactive behavior. 

2. Impact hypothesis: The second main hypothesis is the direct impact of knowledge capital in its field on proactive 

behavior: 

- The first sub-hypothesis: the significant impact of human capital on proactive behavior. 

- The second sub-hypothesis: a significant impact of relational capital on proactive behavior. 

- The third sub-hypothesis: the significant impact of structural capital on proactive behavior. 

Methods of collecting data 
        The field methods represented mainly in the questionnaire tool, as the questionnaire tool consisted of two axes, 

and each axis had three fields with (49) paragraphs, and Table (1) shows the axes of the questionnaire tool.
 

Table1. Shows the axes of the measuring tool 

variable Field 
Number of 

paragraphs 
Symbol Source 

Knowledge capital 

(KNCA) 

Human capital 23 KAHU 
Chahal& Bakshi, 

2016 
Relational capital 7 KCRE 

Structural capital 26 KCST 

Proactive behavior 

(PENH) 

Proactive organizational behavior 6 PEPO 
Alparslan& 

Kanten,2019 
Peer-directed, proactive behavior 6 PEDI 

Individual proactive behavior 7 PEIN 

The concept of knowledge capital 
       Opinions varied and differed regarding the concept of knowledge capital, as Table (2) shows a group of concepts 

related to knowledge capital for a group of researchers and academic writers.
 

Table 2. Shows the concept of knowledge capital according to the opinions of some researchers and writers 

S Researcher Concept 

2 Kijek et al.,2016:171 

All activities related to research and development that contribute to 

enhancing competitiveness and accelerating the economic growth of 

the organization 

knowledge capital 

human capital 

 relational capital 

structural capital 

proactive behavior  

proactive organizational behavior 

 proactive behavior directed at colleagues 

 individual proactive behavior 

correlation 

impact 
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3 Lim& Jung, 2017:94 
One of the social infrastructures that contribute to influencing 

economic growth. 

4 Laperche,2017:1 
A central concept in improving management's ability to develop its 

economic growth. 

5 Johri& Karimzada,2018:2 
A work culture that urges extra effort and motivation of workers to 

identify mistakes and address them as quickly as possible. 

6 Ayeni,2018:53 
An important way to enhance the organization's ability to increase 

returns and growth rates in a better way than competing organizations 

7 Mulla and Abbas, 2019: 60 
Total knowledge that the organization can benefit from us in the 

process of running a business to obtain a competitive advantage 

8 Al-Zubaidi and Abbas, 2019: 31 

It is the group of workers who possess mental capabilities and skills 

so that they can innovate and generate new ideas capable of enabling 

them to maintain the competitive position of the organization, 

maximize its strengths and dominate the external environment. 

9 Sun,2019:546 

It is one of the basic pillars that plays an important role in the 

relationship between the investment of intellectual capital and the 

performance of the organization 

: Hegde & Mishra,2019:24 
One of the ways that contribute to improving the organization's 

capabilities is to obtain patents that help it grow 

21 Mazhar 2020: 26 

The intangible assets in the organization can be used to create value 

by converting them into new processes, goods, and services that can 

be used as a competitive weapon by the organization in the process of 

creative and strategic development and the preservation of survival 

and continuity. 

        From the foregoing, it can be said that the knowledge capital is a basic knowledge base present in the 

organization represented by a distinguished elite of workers and the infrastructure that helps the elite to perform and 

convert knowledge into value for the organization as well as knowledge of the customers.
 

Dimensions of knowledge capital 
     Most studies related to cognitive capital (Al-Mulla and Abbas, 2019; Al-Zubaidi and Abbas, 2019; Yao & Zhang, 

2009; Hafiza, 2016; Lehtimaki & Lehtimaki, 2016) indicate that it is a structure consisting of three main fields:
 

1. Human capital: Human capital is an integral part of work (Abdurakhmanova et al., 2020: 1), and (Akhmetshin et 

al., 2018: 2) indicated that human capital is a diverse and highly complex productive factor that affects The 

development of the economy and society, including the workforce, the creativity system, the accumulated high-

performance knowledge, and the professional and intellectual information systems. 

2. Structural capital: Structural capital is shaped by systems, tools, and operating philosophy that improve the flow of 

knowledge inside and outside the organization (Dal Mas, 2019: 12), as structural capital works to support and 

facilitate the performance of human capital (Abd-Elrahman et al., 2020: 1), and thus it represents an infrastructure 

supporting human resources and knowledge (Bontis et al., 2018: 2). 

3. Relational capital: Client capital depends mainly on the relationship between the organization and the customer 

(Muchtar & Qamariah, 2018: 1), as well as it contributes to encouraging creativity in the organization (Sulistyo, 2016: 

196). 

 The concept of Proactive behavior 
       The term (Proactive), or what some researchers call a proactive spirit, refers to the behavior of employees being 

one of the important aspects that have gained a large Annaba because of its strong influence on the performance and 

success of organizations, so researchers, writers, and academics have taken care to study the behavior of individuals 

within the organization,
11

 and among those behaviors is the so-called With anticipatory behavior, researchers' opinions 

about the concept of anticipatory behavior can be summarized in Table (3). 

Table 3. Shows the concept of Proactive behavior 

S Researcher Concept 

2 Chen,2013:3 
A proactive action by employees to influence themselves and/or their 

environments 

3 Mangan,2014:6 

Willingness to define problem-solving and recognition of employees' 

distinguished initiatives and give them freedom and independence in 

making corrective decisions 

4 Syed& Mueller,2015:156 Relatively stable tendency to cause environmental change 
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5 Cerita,2017:1789 
Independent and future-oriented actions of the workers of the 

organization aim to change attitudes and change themselves. 

6 Alves& da Silva,2017:146 

The ability of the organization to create demands, drive the market, 

and differentiate its leadership position in the company compared to 

competitors 

7 Vough et al.,2017:2 

A process by which individuals identify potential problems or 

opportunities in their work environment and bring about self-change 

to achieve a better work position in the future. 

8 Wu et al.,2018:2-3 
Developing appropriate solutions to environmental problems and 

concerns related to work 

9 Guan& Huan,2019:2 
Automatic and predictable behavior to change or improve the 

environment and the individual 

: Jaffery& Abid,2020:413 

The total efforts made by the organization and its workers to bring 

about change in the work environment and ensure the growth of the 

organization and create a prosperous future for it. 

       From the above, it can be said that proactive behavior refers to an outcome of behaviors that improve the 

organization's ability to effect change in its internal environment, address problems, and address threats that hinder the 

organization's work by empowering workers and actors and giving them the freedom and independence to take the 

necessary measures to improve the reality. The organization and its place in the market.
 

Dimensions proactive behavior 
       Proactive behavior can be measured through a set of field, namely:

 

1. Proactive organizational behaviors: Proactive organizational behaviors aim to effectively deal with internal 

organizational environmental changes and contribute to organizational roles and thus improve the overall efficiency of 

work (Kanten & Alparslan, 2013: 27) through the individual's pursuit of a change in the status quo or the current 

situation such as introducing new working methods or influencing the organization's strategy. (Bindl & Parker, 2010: 

4) 

2. Proactive behavior directed at coworkers: They are the behaviors that the working individual performs towards 

other working individuals who work in the same work unit or other work units in the organization, and these behaviors 

are not added to the job description, so they are considered additional role behaviors aimed at assisting (Kanten & 

alparslan, 2013: 37). 

3. Individual Proactive behaviors: Working individuals perform these behaviors to achieve individual goals and 

organizational success through their contribution to achieving the personal development of the working individual 

directly by adapting to new conditions and equipment, learning new ideas and knowledge, and thus performing tasks 

appropriately and better (Kanten & Alparslan, 2013: 27). 

The practical side of the research 

First, The normal distribution of research variables 
       The normal distribution represents one of the common tests that are used in measuring the nature and type of 

distribution that the data are drawn from the community follow, and therefore the normal distribution test is one of the 

important axioms that give freedom and independence to analyze the results by parametric methods, and therefore, to 

do this analysis, two types of tests must be used. These tests are commonly used, and these tests are represented by the 

tests Kolmogorov - Smirnov, and Shapiro - Wilk, which depends on the value of (P-value), which is acceptable when 

it is greater than (0.05) if the significant value is higher than (0.05), the data are subject to the normal distribution, 

while if the significant value is less than (0.05), then these data are not subject to the normal distribution, as in Table 

(4). 

Table 4. Shows the results of the analysis of the normal distribution of the research variables 

Variables 
Kolmogorov-

Smirnova 
Shapiro-Wilk df Sig. 

Human capital 0.127 0.921 338 P > 0.05 

Relational capital 0.199 0.888 338 P > 0.05 

Structural capital 0.122 0.920 338 P > 0.05 

Knowledge capital 0.133 0.898 338 P > 0.05 

Proactive organizational behavior 0.161 0.918 338 P > 0.05 

Peer-directed, proactive behavior 0.151 0.899 338 P > 0.05 

Individual proactive behavior 0.171 0.898 338 P > 0.05 
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Proactive behavior 0.130 0.904 338 P > 0.05 

        The results of Table (4) revealed that the withdrawn data are subject to the normal distribution test, since the 

significant value of the Kolmogorov - Smirnov, and Shapiro - Wilk tests is higher than (0.05), and this indicates that it 

is possible to continue analyzing data and extract the results that the study aspires to reach.
15 

Second, The stability of the measuring instrument 
        The structural validity of the questionnaire tool refers to measuring the stability of the study field and variables 

through the use of the famous measure of stability Cronbach Alpha coefficient, which aims to measure the consistency 

and consistency of the measurement tool by measuring the significant value of the study field and their variables, as 

the significant value must be higher than (75%) to It is characterized by the quality of acceptance,
16

 and Table (5) 

shows the Cronbach's Alpha coefficient for the variables included in the analysis. 

Table 5. Shows the Alpha Cronbach coefficients for the search variables and field 

Variable Field 
Number of 

paragraphs 

Cronbach 

Alpha for each 

field 

Cronbach 

Alpha for the 

variable as a 

whole 

Knowledge capital 

Human capital 12 13:45 

13:76 Relational capital 6 13988 

Structural capital 15 13:69 

Proactive behavior 

Proactive organizational behaviour 5 13:1: 

13:71 Peer-directed, proactive behavior 5 13:24 

Individual proactive behavior 7 13:37 

        The results of Table (5) resulted in the measurement tool being characterized by high relative stability, and this is 

indicated by the independent variable (knowledge capital) with a consistency of (0.965) and the dependent variable 

(anticipatory behavior) with a consistency equal to (0.960). 

Third, Descriptive statistics of research variables 
1. Descriptive statistics of the knowledge capital variable: It is noted from the results of Table (6) that the level of 

general agreement for the knowledge capital variable reached (80%) with an average of (3.99) which is higher than the 

hypothetical mean of Likert's gradient of (3), and this is due to the amount of the KCRE's contribution Because it 

came in first place with a mean of (4.01), a standard deviation of (0.596), and relative importance equal to (80%), and 

the last rank was represented by the dimension of human capital (KCHU) as it got the lowest mean of (3.97) and a 

standard deviation It reached (0.591) and relative importance (79%). This indicates the need for the university to 

include information within its internal structures in a manner that serves the university's interest and develops its 

provided educational services.
17  

 

Table 6. Show mean, standard deviation, and the relative importance of the cognitive capital variable 

Paragraph Mean SD 
Relative 

importance 

Order of 

importance 
Paragraph Mean SD 

Relative 

importance 

Order of 

importance 

Kchu1 4.01 0.753 80% 4 Kcst1 4.03 0.828 81% 5 

Kchu2 3.93 0.742 79% 9 Kcst2 4.00 0.817 80% 9 

Kchu3 4.14 0.840 83% 1 Kcst3 4.12 0.883 82% 1 

Kchu4 3.93 0.737 79% 8 Kcst4 3.91 0.812 78% 13 

Kchu5 3.99 0.757 80% 7 Kcst5 4.04 0.834 81% 3 

Kchu6 4.06 0.800 81% 2 Kcst6 3.79 0.653 76% 15 

Kchu7 3.75 0.800 75% 12 Kcst7 3.88 0.720 78% 14 

Kchu8 3.87 0.730 77% 11 Kcst8 3.93 0.787 79% 11 

Kchu9 4.06 0.828 81% 3 Kcst9 4.04 0.855 81% 4 

Kchu10 4.01 0.787 80% 5 Kcst10 4.08 0.820 82% 2 

Kchu11 3.90 0.769 78% 10 Kcst11 4.01 0.797 80% 8 

Kchu12 4.00 0.757 80% 6 Kcst12 4.01 0.786 80% 7 

KCHU 3.97 0.591 79% Third Kcst13 4.02 0.800 80% 6 

Kcre1 4.01 0.700 80% 4 Kcst14 3.91 0.679 78% 12 

Kcre2 4.07 0.805 81% 2 Kcst15 4.00 0.745 80% 10 

Kcre3 3.95 0.769 79% 5 KCST 3.99 0.626 80% Second 

Kcre4 4.03 0.770 81% 3 KNCA 3.99 --- 80% *** 

Kcre5 4.11 0.812 82% 1 
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Kcre6 3.87 0.679 77% 6 

KCRE 4.01 0.596 80% First 

2. Descriptive statistics of the variable of anticipatory behavior: The results of Table (7) resulted in the level of 

general agreement for the variable of anticipatory behavior of (81%) with an average of (4.05), which is higher than 

the hypothetical mean of Likert's gradient of adult (3), and this is due to the amount of the contribution of the 

individual proactive behavior dimension (PEIN) being It came in first place with a mean of (4.07), a standard 

deviation of (0.693) and relative importance equal to (81%), and the last place was represented in the dimension of 

proactive organizational behavior (PEPO) as it got the lowest mean of (4.00) and a standard deviation of ( 0.673) and 

relative importance (80%). This indicates the university's interest in motivating workers to make more efforts to meet 

the necessary work requirements. 

Table 7. Show mean, standard deviation, and the relative importance of the proactive behavior variable 

Paragraph Mean SD 
Relative 

importance 

Order of 

importance 
Paragraph Mean SD 

Relative 

importance 

Order of 

importance 

Pepo1 4.11 0.846 82% 1 Pein1 4.08 0.815 82% 3 

Pepo2 4.08 0.770 82% 2 Pein2 4.04 0.822 81% 5 

Pepo3 4.01 0.780 80% 3 Pein3 4.12 0.812 82% 1 

Pepo4 3.87 0.731 77% 5 Pein4 4.11 0.843 82% 2 

Pepo5 3.93 0.798 79% 4 Pein5 4.05 0.788 81% 4 

PEPO 4.00 0.673 80% Third Pein6 4.01 0.782 80% 6 

Pedi1 4.10 0.811 82% 2 PEIN 4.07 0.693 81% First 

Pedi2 4.05 0.784 81% 4 PECH 4.05 --- 81% *** 

Pedi3 4.11 0.805 82% 1 

Pedi4 4.02 0.797 80% 5 

Pedi5 4.09 0.895 82% 3 

PEDI 4.07 0.706 81% Second 

Third, hypothesis testing 
1. The correlation hypothesis: This paragraph contributes to measuring a major correlation hypothesis between the 

variables involved in the analysis (cognitive capital and proactive behavior), and Table (8) shows the correlation 

matrix. 

Table 8. Show correlation Matrix 
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Human capital 1 .908
**

 .898
**

 .967
**

 .845
**

 .832
**

 .849
**

 .874
**

 

Relational capital .908
**

 1 .901
**

 .968
**

 .887
**

 .852
**

 .875
**

 .904
**

 

Structural capital .898
**

 .901
**

 1 .966
**

 .902
**

 .888
**

 .898
**

 .930
**

 

Knowledge capital .967
**

 .968
**

 .966
**

 1 .908
**

 .887
**

 .904
**

 .934
**

 

Proactive organizational 

behavior 
.845

**
 .887

**
 .902

**
 .908

**
 1 .899

**
 .881

**
 .962

**
 

Peer-directed, proactive 

behavior 
.832

**
 .852

**
 .888

**
 .887

**
 .899

**
 1 .892

**
 .967

**
 

Individual proactive 

behavior 
.849

**
 .875

**
 .898

**
 .904

**
 .881

**
 .892

**
 1 .960

**
 

Proactive behavior .874
**

 .904
**

 .930
**

 .934
**

 .962
**

 .967
**

 .960
**

 1 

**. Correlation is significant at the 0.01 level (2-tailed). Sig. (2-tailed) = 0.000 N = 338 

 The first main hypothesis: There is a statistically significant correlation between cognitive capital and proactive 

behavior. 
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         The results of Table (8) indicate the validity of the second hypothesis that there is a strong statistically 

significant correlation and at a significant level (0.01) between exempt capital and proactive behavior and strongly 

(0.934), which indicates that the studied university is concerned with the need to build a positive relationship between 

knowledge capital and proactive behavior.
18

 To ensure cognitive progress and predict the requirements needed by the 

environment and work to meet them, the results also show the existence of an internal correlation between the field 

ranged from (0.887) for the dimension of proactive behavior directed to colleagues to (0.908) for the dimension of 

proactive organizational behavior, which indicated the university's interest The studied necessity to build positive 

behavior among coworkers, and therefore it can be said that the studied university accepts the alternative hypothesis 

that states that there is a moral correlation between cognitive capital and proactive behavior), and rejects the null 

hypothesis that dictates the absence of a moral correlation between cognitive capital and proactive behaviour.
19 

2. Impact hypothesis 
 The second main hypothesis: the existence of a direct impact of knowledge capital in its field on proactive 

behavior 

The results of Table (9) and Figure (1) show that there is a direct impact of cognitive capital on proactive behavior, as 

increasing the university's interest in knowledge capital requires developing its potential by (0.752) to improve its 

proactive behavior, and this indicates the occurrence of an error rate. It has a value of (0.101) and a critical value of 

(7.446). Accordingly, it is possible to accept the alternative hypothesis, which states the existence of a direct effect of 

cognitive capital on proactive behavior and reject the null hypothesis that dictates that there is no effect of cognitive 

capital on proactive behaviour.
16 

 
Figure 1. Show the standard model for the impact of knowledge capital in its field on the proactive behavior of its 

field 

        The results of Table (9) show that the knowledge capital contributed to explaining (0.888) of the issues that 

prevent the development of the university's proactive behavior, which requires the university to develop its knowledge 

capital by (0.112) to ensure the application of the requirements of proactive behaviour.
17 

Table 10. Show the results of the analysis of the impact of knowledge capital in its field on the proactive 

behavior of its field 

Track 
Standard 

weights 
SD 

Critical 

value 

Values 

R2 
Probability 

(P) 

Type of 

effect 

Human capital <--- 
Proactive 

behaviour 
13959 131:6 93:37 

13999 

*** Sig. 

Relational capital 
<--- 

Proactive 

behaviour 
13217-  13176 23742 n. s No sig. 

Structural capital 
<--- 

Proactive 

behaviour 
13964 131:5 :3182 *** Sig. 

Knowledge 

capital 
<--- 

Proactive 

behaviour 
13863-  13212 7.446 *** Sig. 

 

Conclusions 
1. The existence of a statistically significant correlation between knowledge capital and proactive behavior, which 

indicates that the studied university is interested in developing the skills of its associates to build their abilities to 

generate new ideas that contribute to the improvement and development of the university. 
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2. The university is concerned with the continuous improvement of its educational services by making two-round 

developments on its structural capital, which contributes to improving the level of quality of educational services 

provided. 

3. The studied university is interested in allocating sufficient time to communicate with the beneficiaries, which 

indicates the university's keenness to address the problems through cooperation between affiliates 

4. The university is keen to build a safe and sound educational environment to ensure the achievement of a supportive 

and comfortable environment for its members. 

5. The university is interested in using high-quality information technology, which contributes to improving the 

university's ability to use advanced systems and procedures that enhance and improve its creativity. 

Recommendations 
1. Increasing the research community’s awareness of the importance of knowledge capital through courses, 

discussion panels and free dialogue sessions that positively reflect on finding new ideas and proposals that advance the 

university’s reality. 

2. The need for the university to be keen on restructuring its organizational, behavioral and cognitive policies in order 

to reduce the gaps that directly affect its performance. 

3. The university must build a knowledge base that motivates its affiliates to put forward innovative ideas to develop 

the university and continuously improve its knowledge capital. 

4. The university should strive to achieve the satisfaction and loyalty of its affiliates by motivating them to make 

additional efforts when the university needs them, and it is a validation for proactive behavior. 

5. The university develops its educational services by improving its internal and external structures and systems in 

line with its capabilities. 
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