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Introduction 
In summary, economic development of each state is tied to its productivity power and capacity and 2 main factors 
in forming each state productivity power and capacity are human accumulation and physical capital. Among these 
2 factors, investing in human forces is reason and prerequisite of forming, genesis, and evolution of another. 
Although, these 2 have complementary not alternative role, various evidences from advanced countries proves 
this fact that communities which emphasize and intend to quality of human force, meaning having healthy and 
specialized humans and have successful breakthroughs, amongst, which spontaneously execute basic sciences, 
researches, scientific applications in its general meaning especially researches in basic sciences, have specific 
status in the world economic-political power balance. Today, scientific and research centers are especially 
centralized in prosperous countries and four fifth countries of the world are not able of infrastructural researches. 
(Bahramzadeh et al., 2013)Management and managers duties are great issues discussed in literatures. In recent 
years, many evolutions have been happened in management technics and modern approached have been 
proposed in organization management and 2 issues of efficacy and effectiveness are intended by managers in 
changing manager role to commandeer and control as teacher role. Knowledge-based economic evolution process 
leads to incremental growth pf globalization phenomenon and informational society. Regarding to these 
evolutions, transformations in changed management model, attention to customer-orientation, incremental ability 
of employees and change in leadership styles have been important. Effect of evolutions in organizations is seen as 
change in traditional organizations and recruiting institutions. Total process of movement from traditional 
organizations and recruiting institutions are seen.  Total process of employment organization based on cumulative 
recruiting movement toward network organizations necessitates needs of revision in managerial methods. Human 
capital in organizations have found specific importance and role and management has changed into success secret. 
(Javanmard and Mohammadian, 2010).Growing human capital and attention to intangible assets have been 
mentioned by prior organizations in recent years and have changed practically to success and productivity factor. 
In advanced countries, role of human capital in companies is 70%, but Iran role is about 34%. Intangible assets 
changes into profitability when it can be managed properly. Actually, they are important and significant factors of 
human capital development in organization which hidden talents were flourished by regular trainings and growth 
and change into capital besides experiencing in related organization. Human capitals in organizations can grow in 
all political, scientific, economic, and technical fields and regarding to great expenses organization undertakes for 
their growing. Therefore, organizations should make condition of permanent presence and non-leaving of 
organizations by motivation making methods and permanent training.  Organizational performance is tied to 
entrepreneurs, managers, and their personal traits and their abilities to have social interactions.  In literature of 
human capital and social capital, many researching fields have been made. Studies have shown that human capital 
is probable to lead to better identification of opportunities and inventions in business. This is less exposed to 
vulnerability for high level of people self-confidence. (Felı´cio et al, 2014).In recent years, state banking system has 
been faced with new challenges according to issue of joining to the World Trade Organization such as enter of 
foreign banks, establishment of private banks, and increase financial and credit institutes. Therefore, these 
challenges obliged state banks to act for their survival and competitiveness in dynamic environment to improve 
their performances in order to identify their disadvantages and advantages and improve themselves. (Ghaderi et 
al., 2010)Hence, state banks need to investigate human resources performances to survive and compete in 
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Abstract 
Intangible assets indicate all assets which are not considered in balance sheet. Yet, they 
are considered as creation resource of value that leads to stable competitive advantage. 
Human capital as the most significant form of intangible assets indicates individual 
knowledge storage in organization which is shown by employees of that organization. 
Organizational performance implies to varied issue of organization in different managerial 
aspects such as selling, assets, interest, market value, and book value. Since traditional 
accounting methods are not able to measure such intangible assets, human capital 
management is one important factor to dominate on competitors, because these capitals 
have ability of acquisitive knowledge needed for market by accurate and principal 
training. Organizations should take step in growing and updating potential capitals. 
According to the importance of human capital growth, this article tested effect of human 
capital growth on organizational performance of Tourism bank. Two questionnaires were 
used to collect data. SPS software was used to test hypotheses. Results of research showed 
that human capital growth indexes are effective on organizational performance.  
Key words: human capital, organizational performance, skill, employees’ specialization, 
cognitive ability, employees’ experience 
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dynamic environment. Since main resources and their performances in each organization is one of main principles 
of organization and human resources performance of each organization can survive and protect that organization, 
intangible assets don’t indicate all considered assets in balance sheet, yet they are considered as resources to 
create value leading to stable competitive advantage. Human capital as one of the most significant form of 
intangible asset indicates personal knowledge storage in organization shown by employees. Organizational 
performance implies to organization fluctuation issue in different managerial dimensions such as selling, assets, 
market value, and book value. Since traditional accounting method is not able to measure this type of intangible 
assets, the proposed issue in this article is surveying effects of human capital growth indexes and its effect on 
organizational performance in Tourism bank.  
Theoretical Bases 
Human capital 
Theodore Schultz is one of the most important contemporary economists called father of human capital theory.  
He emphasizes on importance and necessity of human capital in economic analyses and believes that human 
acquired abilities are the most important resources for economic development and productivity growth (Seyyed 
Nurani et al., 2010). Human capital includes personal abilities, knowledge, skills, and employees experiences, and 
organization managers. In addition, it shows knowledge storage, skills, and experiences by training. 
Organizational managers should increase organizational training in their employees, increase skills and their 
capabilities by praising them, and making environment of creating knowledge. Knowledge should be shared, used, 
and training should continue in all working life. Hence, human capital is not just limited to human resources. 
Human resources mostly emphasize on personal knowledge about his job but human capital emphasizes on 
knowledge production and sharing among organizational groups and processes. (Kordestani, 2008) human capital 
belongs to employees not organizations and can develop by training. On the other hand, human capital is 
determined in 2 ways: employees’ capacities and their commitments. Nature of human capital is its being 
transferrable that is not belonged to organization, because employees are considered as the main owner of human 
capitals. (Liu, 2005)Particularly, human capital not only includes training structure such as education, exercise, 
employees experiences, qualification, and skills, but also encompasses social and mental idea such as ability, 
attitude, and motivation. In modern economic literature, human capital, skill, and education are known as the 
fourth productive factor which encompasses management tact. Of course, intellectual or spiritual and social 
capitals were also proposed besides human capital that first is related to information technology and the second is 
related to social resources such as underlying reliability for social reaction or economic activity. Human capital 
refers to storing capabilities and personal abilities in producing economic value that is obtained by training and 
experience. (Nobakht et al., 2012). Human capital is the only institution which can change production 
infrastructures path besides changing itself. Conception of human capital is like conception of bridge. His bridge 
connects human resources and business performance. This means that employees are so effective on 
organizational performance. Human capital is intangible resources (added-value) that employees make for 
employers. Actually, they know human factors in organization such as individual combination and thought and 
also their shared skills and specializations with organization (Seyfi, 2011). Since human capitals of an organization 
is considered as unique, rate, valuable, and non-imitative, they play more important role than physical or financial 
capital in increasing organizations’ performances in the present competitive era. (Hesu, 2008)In various studies, 
human capital is considered as very important factor for organizational performance (Colombo and Grilli, 2005). 
Related specifications to human capital, education, training and learning, experience, and knowledge provide 
possibility of access to opportunities. High education level is related to performance positively. Work background, 
management experience, and entrepreneurship experience is related to activities of company (Dimov and 
Shepherd, 2005). Hatch and Zweig (2000) stated that there is no vivid pattern for cognitive and behavioral 
orientations to ensure business success. Previous working background don’t influence on growth significantly. 
(Bruderl and Preisendorfer, 2000) However, previous management experiences and entrepreneurship influence 
on new companies’ economic performance positively. (Gimeno et al, 1997) Human capital theory believes that 
knowledge brings more cognitive skills, so makes high efficiency and productivity by activities development. 
Davidson and Honig (2003) deducted that education doesn’t seem as determinant factor of success during 
business process or activities transfer. Coordination of out-spread knowledges among various people makes 
significant capacities of entrepreneurs who make some skills by their previous experiences and training.  
Generally, many reasons and factors justify attention and emphasis on human capitals. Some of which are as 
following: 
1. Cost of human resources (personnel costs) has increased.  
2. Ineffective and improper actions and attempts of human resources have many negative consequences.  
3. More connection should be established between human capitals and strategic innovations and actions in 
organization. 
4. All processes and responsibilities such as human resources duties and processes should be more responsible 
than past for beneficiaries. 
5. Senior managers expect human resources field to have more and more effective and more participation in 
progressing organization affairs particularly organization strategic success.  
In recent decade, various technics and methods have been used to evaluate effectiveness and activities of human 
resources and measuring human capital, and return rate of investment in human resources.  
1. In 1960s, management based on MBO purpose, case study and audits  of human resources 
2. In 1970s, benchmark and satisfaction measurement of beneficiaries, determination and analysis of key indexes 
3. Recent decade, balanced score card 
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