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Abstract

Purpose— This study analyses the role of Strategic Human Resource Management
(Strategic HRM) and Knowledge Management Capacity in enhancing Organizational
Innovation and improving organizational performance in the Islamic banking
industry. Increasing competition requires Islamic banks to strengthen strategic
human resource management and knowledge capabilities to sustain performance
and competitiveness.

Design/methodology/approach— This study employs a quantitative approach
using Structural Equation Modelling with Partial Least Squares (SEM-PLS). Data
were collected through structured questionnaires from 360 employees of Islamic
banks in Central Java and analysed using SmartPLS.

Findings—The results indicate that Strategic HRM has a positive and significant
effect on Knowledge Management Capacity (B = 0.668; p < 0.001) and
Organizational Innovation (§ = 0.339; p < 0.001). Knowledge Management Capacity
also significantly influences Organizational Innovation (f = 0.571; p < 0.001).
Furthermore, Organizational Innovation significantly affects organizational
performance (3 = 0.593; p < 0.001). These findings suggest that effective strategic
HR practices enhance knowledge capabilities and stimulate innovation within
organizations.

Originality /value—This study contributes to the literature by integrating Strategic
HRM, Knowledge Management Capacity, and Organizational Innovation within the
context of Islamic banking, providing empirical evidence on how these factors
interact to improve organizational performance.

Research implication/limitation—The study focuses on Islamic banks in Central
Java, which may limit generalization to other regions or sectors. Future research
may include broader samples and additional organizational factors.
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1. Introduction

The Islamic banking sector has been one of the fastest expanding sectors of the financial
industry in Indonesia. Indonesia, as the country with the world’s biggest Muslim population,
has huge potential for developing Islamic financial services (Aisah et al., 2024). The presence
of Islamic banking institutions is expected to support financial inclusion, promote ethical
financial practices, and contribute to sustainable economic growth (Muhammad & Nawawi,
2022);(Anggraeni & Yuliani, 2020);(Jermsittiparsert, 2021). Islamic banks function on the
principles of Sharia, which prohibits interest (riba), promotes risk sharing, and favours
productive economic activities. Therefore, Islamic banking has a crucial role to play not only
in financial intermediation but also in fostering equitable economic development (Nurcahyo
etal., 2025).

In recent years, the performance of Islamic banking in Indonesia has shown encouraging
growth. Data from the Financial Services Authority (OJK) indicate that the total assets of
[slamic banks reached approximately IDR 980.30 trillion by the end of 2024, reflecting a
year-on-year growth of about 9.88 percent. In addition, Islamic banking financing increased
to around IDR 643.55 trillion, demonstrating the sector's strong intermediation function in
supporting economic activities. The industry’s market share also increased to around 7.72
percent of the national banking sector, indicating gradual improvement despite intense
competition from conventional banks (Lubis et al., 2023).

Furthermore, the growth momentum continued in 2025, where Islamic banking assets
surpassed IDR 1,028 trillion, equivalent to more than USD 65 billion. This achievement
represents the highestlevel recorded since the establishment of the Islamic banking industry
in Indonesia. The sector also experienced significant increases in financing distribution and
third-party funds, reflecting growing public trust in Sharia-based financial services. These
developments show that Islamic banking has the potential to become a significant pillar in
the national financial system (Yarsi et al., 2025). Despite this positive growth, Islamic
banking in Indonesia still faces several structural challenges. One of the major issues is the
relatively low market share compared to conventional banking institutions. Although the
Muslim population in Indonesia reaches more than 87 percent of the total population, the
penetration rate of Islamic banking remains relatively limited at around 7-8 percent. This
gap highlights the discrepancy between the demographic advantage of Indonesia and the
relatively slow adoption of Islamic banking services (Wiyawan et al., 2024).

Another challenge relates to the relatively low level of financial literacy and inclusion in
the Islamic financial sector. According to recent reports, the literacy rate of Islamic finance
in Indonesia is around 43.42 percent, while the financial inclusion rate is only about 13.41
percent, which is significantly lower than the inclusion rate of conventional financial
institutions (Anin Dwita & Rozikan, 2022). This situation indicates that many people still lack
adequate understanding of Islamic financial products and services, limiting the expansion of
Islamic banking institutions. In addition to literacy issues, Islamic banks also face challenges
related to innovation, competitiveness, and operational efficiency. Fintech platforms, digital
banking and financial technology have rapidly evolved and changed the financial services
market. In the digital world, Islamic banks should constantly reinvent their financial
products and services to be competitive (Mergaliyev et al, 2021). Without strong
organizational innovation and technological adaptation, Islamic banks may struggle to
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compete with conventional financial institutions and fintech companies that offer more
flexible and accessible financial services.

Human resource capability is another critical factor affecting the performance of Islamic
banking institutions. The successful implementation of Islamic banking principles requires
employees who not only possess professional banking competencies but also understand
Sharia principles and Islamic financial contracts (Falat et al.,, 2023). Therefore, strategic
human resource management plays an important role in developing employee
competencies, fostering organizational learning, and encouraging knowledge sharing within
the organization. Knowledge management capacity also becomes increasingly important in
the modern banking environment (Vu, 2020).

Effective knowledge management enables organizations to create, share, and utilize
knowledge to support decision-making, innovation, and Organizational Innovation. In
Islamic banking institutions, knowledge management helps employees understand complex
Sharia financial products, improve service quality, and enhance operational efficiency
(Felicio et al., 2014). Organizations with strong knowledge management systems tend to be
more adaptive and innovative in responding to market changes.

Against this background of difficulties and opportunities, it is important that Islamic
banking institutions increase their strategic human resource management and knowledge
management capabilities to improve organisational innovation and performance (Guruh et
al, 2025). By integrating these strategic capabilities, Islamic banks can enhance their
competitiveness, improve service quality, and support sustainable growth in the Islamic
banking industry in Indonesia (Dakhan et al., 2020). Therefore, this study aims to examine
the role of Strategic Human Resource Management and Knowledge Management Capacity in
improving Organizational Innovation through Organizational Innovation in the Islamic
banking sector.

Furthermore, the consolidation of Islamic banking institutions in Indonesia has
introduced additional complexities related to organizational governance and the integration
of human resources. The merger of several state-owned Islamic banks into Bank Syariah
Indonesia in 2021 was intended to enhance the competitiveness of the Islamic banking
sector at both the national and international levels. Nevertheless, the merger process
demands effective strategic management to harmonize organizational culture, knowledge
management systems, and employee competencies originating from diverse institutional
environments. In the absence of appropriate human resource strategies and effective
knowledge management implementation, the organizational integration process may not
achieve maximum performance effectiveness (Anjum et al., 2022).

Moreover, the shift towards digital banking services has dramatically transformed the
operating landscape of the Islamic banking industry. To cater to the demands of customers
in today's financial environment, banks must embrace new technology, exploit data
analytics, and build novel service models in the process of digital transformation. Therefore,
Islamic banks need to build the organisational capability to promote innovation and
information sharing among their workers (Masum et al., 2018). Strategic HRM practices such
as continuous training, knowledge development programs, and collaborative work
environments are essential to support this transformation and ensure sustainable
Organizational Innovation (Sunaryudanto & Rofiaty, 2024).
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Another critical issue faced by Islamic banking institutions is the need to strengthen
organizational innovation in response to increasing market competition. Innovation in
financial products, service delivery systems, and digital platforms plays a crucial role in
attracting new customers and retaining existing ones. In the context of Islamic banking,
innovation must also comply with Sharia principles, which requires a deeper understanding
of Islamic financial contracts and regulatory frameworks. Therefore, organizations must
develop strong knowledge management capacity to ensure that employees can effectively
generate and implement innovative ideas that align with Sharia values (Krisna et al., 2023).

Empirical studies on the relationship between strategic human resource management
and knowledge management capacity with Organisational Innovation in the Islamic banking
sector are still relatively limited, especially in the Indonesian context, despite the increasing
importance of these variables. Most of the previous research have been more emphasised on
the financial performance or customer happiness. There are few studies on the internal
elements of the organisation that leads to innovation and performance improvement
(Masruki et al., 2020). Therefore, this study seeks to fill this research gap by examining how
Strategic HRM and Knowledge Management Capacity contribute to Organizational
Innovation and ultimately improve Organizational Innovation in Islamic banking institutions
in Central Java.

2. Literature Review
2.1 Knowledge Management Capacity and Organizational Innovation

Knowledge management has become a critical organizational capability in the modern
knowledge-based economy (Ab. Wahab & Ismail, 2019). Organizations increasingly rely on
the effective management of knowledge resources to maintain competitiveness and
stimulate innovation (Ullah, 2014). Knowledge management can be defined as a series of
organizational processes used to create, organize, store, distribute, and apply knowledge in
order to enhance organizational effectiveness and performance. Within banking institutions,
especially in the context of Islamic banking, knowledge management has an essential role in
helping employees comprehend complex financial products, regulatory requirements, and
Sharia-based principles. Effective management and dissemination of knowledge throughout
the organization enable employees to develop creative solutions and generate innovative
ideas that support organizational growth and sustainability (Felicio et al., 2014).

Organizational innovation refers to the implementation of new ideas, processes,
systems, or products that significantly improve organizational performance and
competitiveness. Innovation within organizations is often driven by the availability and
accessibility of knowledge resources (Chahal & Bakshi, 2014). When employees are
motivated to exchange knowledge, collaborate actively, and learn from one another,
organizations are able to cultivate a work environment that promotes creativity and
encourages experimentation. The processes of knowledge sharing and knowledge
integration enable employees to merge existing expertise with new perspectives and
insights, thereby stimulating innovation in service development, operational activities, and
strategic decision-making within the organization (Liu et al., 2020).

In the Islamic banking sector, knowledge management becomes even more important
due to the unique characteristics of Sharia-based financial products and services. Employees
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must possess adequate knowledge regarding Islamic financial contracts such as murabaha,
mudarabah, and musharakah, as well as regulatory standards governing Islamic banking
operations (Nguyen et al, 2016). Effective knowledge management systems enable
organizations to capture both explicit and tacit knowledge from experienced employees and
transform it into valuable organizational assets. This knowledge can then be utilized to
develop innovative financial products and service strategies that comply with Sharia
principles while meeting customer needs (Chahal & Bakshi, 2014).

H1: Knowledge Management has a significant effect on Organizational Innovation

2.2 Organizational Innovation and Organizational Performance

Organisational innovation has emerged as a major determinant of success and
sustainability for modern organisations. In a corporate climate that is becoming more and
more competitive and dynamic, organisations are forced to continually develop new ideas,
processes, and strategies in order to retain their competitive advantage (Chahal & Bakshi,
2014);(Riana, 2024). Organisational innovation is the deployment of a novel organisational
method in business operations, workplace organisation or external interactions that has not
been previously used by the firm and that has the objective of significantly improving the
firm’s performance (Sarfraz et al., 2023). Through innovation, organizations can adapt to
environmental changes, respond to market demands, and improve their operational
performance.

Innovation plays an important role in improving organizational performance by
enhancing productivity, service quality, and customer satisfaction. Organizations that
actively promote innovation tend to develop more efficient operational processes and more
attractive products or services (Le et al., 2020). In the banking industry, innovation may
involve the development of digital banking services, the improvement of financial products,
and the enhancement of customer service systems. These innovations help banks improve
their service delivery, increase operational efficiency, and ultimately strengthen overall
organizational performance.

In the context of Islamic banking, organizational innovation is particularly important
due to the need to balance modern financial practices with compliance to Sharia principles.
Islamic banking institutions must continuously innovate in designing financial products,
developing service systems, and implementing technological advancements while
maintaining adherence to Islamic financial regulations (Nurcahyo, Isnawati, et al,, 2024).
Innovative approaches enable Islamic banks to expand their market reach, improve
customer trust, and strengthen their competitiveness in the financial industry.

H2: Organizational Innovation has a significant effect on Organizational Performance.

2.3 Strategic HRM and Knowledge Management Capacity

Strategic Human Resource Management (Strategic HRM) plays a vital role in enhancing
an organization’s capability to manage knowledge effectively (Masum et al., 2018). Strategic
HRM refers to the conscious linking of human resource policies and practices to
organisational goals in order to build sustained competitive advantage. Strategic HR
methods such as recruitment, training and development, performance management, and
employee empowerment help organisations build a workforce that possesses the skills and
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knowledge required to meet organisational goals (Maghsoudi et al., 2025). In knowledge-
intensive industries such as banking, effective human resource strategies are essential for
facilitating the creation and utilization of organizational knowledge.

Knowledge management capacity refers to an organization’s ability to acquire, develop,
store, share, and use knowledge to enhance organisational effectiveness. Strategic HRM
strategies can offer significant assistance in this process by promoting a learning-oriented
organisational culture and facilitating knowledge sharing among employees (Chen & Huang,
2009). Training programs, knowledge-sharing platforms, and collaborative work
environments allow employees to exchange experiences and expertise, which contributes to
the development of collective knowledge within the organization. When employees are
encouraged to actively participate in learning and knowledge sharing, the organization
becomes more capable of managing its intellectual resources (Sarfraz et al., 2023).

In the context of Islamic banking institutions, the role of Strategic HRM becomes even
more important due to the complexity of Sharia-based financial products and regulatory
frameworks. Employees must understand not only conventional banking operations but also
[slamic financial principles and contracts (Wang et al., 2017). Strategic HR practices such as
continuous professional development, Sharia compliance training, and knowledge transfer
mechanisms enable employees to develop a deeper understanding and expertise in Islamic
banking operations. As a result, organizations can strengthen their knowledge management
systems and improve their ability to respond to dynamic market conditions.

Previous studies have demonstrated that organizations implementing effective Strategic
HRM practices tend to possess stronger knowledge management capabilities. Strategic HR
policies facilitate organizational learning, support knowledge creation, and promote
knowledge sharing across departments (Wang et al.,, 2017). Consequently, organizations
with well-developed HR strategies are more capable of building and sustaining knowledge
management systems that enhance overall organizational performance.

H3: Strategic HRM has a significant effect on Knowledge Management Capacity

2.4 Strategic HRM and Organizational Innovation

Strategic Human Resource Management (Strategic HRM) plays a crucial role in
encouraging innovation in contemporary organisations (Maghsoudi et al., 2025). Strategic
HRM refers to the alignment of human resource policies, practices, and strategies with
organizational goals to enhance organizational effectiveness and competitiveness. Through
strategic HR practices such as recruitment, training and development, performance
management, and employee empowerment, organizations can develop human resources
that are capable of generating creative ideas and innovative solutions (Mahade et al.,, 2025).
Employees who are supported by effective HR strategies tend to demonstrate higher levels
of creativity and adaptability in responding to organizational challenges.

Organizational innovation is strongly influenced by the organizational environment and
managerial practices that encourage creativity and experimentation. Strategic HRM
contributes to the development of an innovative organizational climate by promoting
employee participation, teamwork, and continuous learning (Masum et al., 2018). When
organizations provide opportunities for employees to develop their skills and share ideas,
employees become more motivated to contribute innovative solutions to improve
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organizational processes and services. As a result, strategic HR practices can stimulate the
emergence of innovative behaviors among employees.

In the banking sector, particularly in Islamic banking institutions, innovation has
become increasingly important in responding to rapid changes in the financial industry. The
emergence of digital banking, financial technology, and new customer expectations requires
banks to continuously innovate in developing financial products and service systems
(Masum et al,, 2018). Strategic HRM can support this innovation process by ensuring that
employees possess the necessary competencies, technological skills, and knowledge to
develop innovative banking services (Masum et al., 2018). Furthermore, HR strategies that
emphasize collaboration and knowledge sharing can accelerate the process of innovation
within the organization. Previous studies have indicated that organizations implementing
effective Strategic HRM practices tend to demonstrate higher levels of organizational
innovation (Schulers, 2011).

HA4: Strategic HRM has a significant effect on Organizational Innovation

3. Methodology

This research used a quantitative research approach to explore the association between
Strategic Human Resource Management, Knowledge Management Capacity, Organisational
Innovation, and Organisational Performance in the Islamic banking sector. Quantitative
research was chosen because it enables researchers to objectively assess the relationship
between variables and statistically test the hypothesised associations. The research
approach was a survey method, and data were acquired through distributing structured
questionnaires to the workers working in Islamic banking organisations. The questionnaire
was measured on a Likert scale of strongly disagree to strongly agree to capture the
respondents’ impressions of each research variable.

The population of this study consisted of employees working in Islamic banking
institutions in Central Java, Indonesia. The sample was determined using a purposive
sampling technique to ensure that respondents had adequate knowledge and experience
related to the operational activities of Islamic banking institutions. A total of 360
respondents participated in this study, consisting of employees from three major Islamic
banking institutions in Central Java, namely Bank Syariah Indonesia, Bank Muamalat
Indonesia, and Bank Jateng Syariah. These institutions were selected because they represent
significant Islamic banking operations in the region and have a large number of employees
involved in various banking activities.

The collected data were analyzed using Structural Equation Modeling with Partial Least
Squares (SEM-PLS) with the assistance of SmartPLS software (Kwong-Kay, 2013). This
analytical method was selected because it is appropriate for examining complex
relationships among latent variables and is highly effective for predictive research
frameworks. The analytical procedure involved assessing the measurement model (outer
model) to evaluate the validity and reliability of the constructs, followed by testing the
structural model (inner model) to examine the proposed research hypotheses (Hair et al.,
2019). Through this approach, the study aims to identify the influence of Strategic HRM and
Knowledge Management Capacity on Organizational Innovation and Organizational
Performance in the Islamic banking sector.
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Table 1. Data Responden

No Characteristics Category Frequency Percentage(%)
1 Gender Male 198 55.0
Female 162 45.0
2 Education Level Diploma (D3) 72 20.0
Bachelor (S1) 216 60.0
Master (52) 72 20.0
3 Age 20-30 years 108 30.0
31-40 years 162 45.0
41-50 years 72 20.0
> 50 years 18 5.0
4 Work Experience < 5years 90 25.0
5-10 years 162 45.0
11-15 years 72 20.0
> 15 years 36 10.0
5 Position Staff/Officer 198 55.0
Supervisor 90 25.0
Manager 54 15.0
Senior Manager/Branch 18 5.0
Leader
Total 360 100

Source(s): Primary data in bank, 2026

Table 1 illustrates the demographic profile of the respondents participating in this
research, which involved 360 employees working in Islamic banking institutions across
Central Java. Regarding gender composition, male respondents constitute the larger
proportion with 198 employees (55%), whereas female respondents total 162 employees
(45%). Based on educational attainment, the majority of participants possess a bachelor’s
degree (S1), amounting to 216 respondents (60%). Meanwhile, respondents with a diploma
(D3) and a master’s degree (S2) qualifications each account for 72 respondents (20%). These
results demonstrate that Islamic banking institutions are predominantly staffed by
employees with undergraduate educational qualifications, reflecting the professional
competency standards commonly emphasized within the banking sector. Furthermore, the
distribution of respondents based on age, work experience, and job position shows diverse
characteristics. The majority of respondents are in the age group of 31-40 years, totaling
162 respondents (45%), followed by those aged 20-30 years with 108 respondents (30%).
In terms of work experience, most respondents have 5-10 years of experience, accounting
for 162 respondents (45%), indicating that many employees possess sufficient professional
experience in the banking sector. Regarding job positions, the majority of respondents are
staff or officers with 198 respondents (55%), followed by supervisors (25%), managers
(15%), and senior managers or branch leaders (5%). This composition suggests that the
respondents largely represent operational-level employees who are directly involved in
daily banking activities and organizational processes.
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4. Results and Discussions

This section describes the outcomes of the data analysis along with the discussion of the
research findings associated with the proposed conceptual framework. The analysis aimed
to investigate the relationships among Strategic Human Resource Management, Knowledge
Management Capacity, Organizational Innovation, and Organizational Performance within
the Islamic banking industry. Data obtained from 360 employees of Islamic banking
institutions in Central Java were processed using the Structural Equation Modeling-Partial
Least Squares (SEM-PLS) method supported by SmartPLS software.

The analytical procedure was divided into two primary stages: the assessment of the
measurement model (outer model) and the assessment of the structural model (inner model).
The evaluation of the measurement model was undertaken to determine the validity and
reliability of the research constructs by analyzing indicators such as outer loading values,
Average Variance Extracted (AVE), Composite Reliability (CR), and Cronbach’s Alpha.
Subsequently, the structural model evaluation was performed to examine the proposed
hypotheses through the interpretation of path coefficients, t-statistics, and p-values
generated from the bootstrapping analysis procedure.

Table 2. Measurement Model Evaluation (Validity, Reliability, and Discriminant Validity)

Construct Indicator Outer Cronbach’s Composite AVE HTMT Result
Loading Alpha Reliability
Strategic HRM  X1.1 0.812 0.889 0.918 0.691 0.82 Valid &
X1.2 0.865 Reliable
X1.3 0.843
X1.4 0.792
X1.5 0.801
Knowledge X2.1 0.768 0.871 0.910 0.717 0.79 Valid &
Management X2.2 0.846 Reliable
Capacity X2.3 0.889
X2.4 0.912
Organizational  Y1.1 0.781 0.903 0.925 0.673 0.84 Valid &
Innovation Y1.2 0.826 Reliable
Y1.3 0.768
Y1.4 0.809
Y1.5 0.871
Y1.6 0.884 0.878 0.915 0.729 0.81 Valid &
Organizational  Y2.1 0.845 Reliable
Performance Y2.2 0.872
Y2.3 0.889
Y2.4 0.801

Source(s): Primary data in bank, 2026

The table shows the measurement model evaluation which is aimed to analyse the
validity, reliability and discriminant validity of the research constructs employed in this
study. The validity of the indicators is determined by the outer loading values that indicate
the strength of the association between the indicator and the latent construct. The results
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show that all indicators have outer loading values beyond the recommended threshold value
of 0.70, indicating that all indicators are able to effectively reflect each of its respective
constructs. This result demonstrates that the indicators employed to measure Strategic
Human Resource Management, Knowledge Management Capacity, Organisational
Innovation and Organisational Performance have satisfactory convergent validity.

Furthermore, the reliability of the structures is tested using the Cronbach’s Alpha and
Composite Reliability values. The results reveal that all constructions have Cronbach’s Alpha
values over 0.70 and Composite Reliability values above 0.70, signifying a high level of
internal consistency among the indicators within each construct. In addition, the Average
Variance Extracted (AVE) values for all constructs are over the minimal threshold of 0.50,
suggesting that the constructs are able to explain more than half of the variance of their
indicators (Fornell & Larcker, 1981). These results indicate that the measurement model
meets the criteria for reliability and convergent validity in the SEM-PLS study.

In addition to validity and reliability testing, discriminant validity is also examined by
the Heterotrait-Monotrait Ratio (HTMT). The findings reveal that the HTMT values for all
constructs are below the required threshold of 0.90, showing that each construct is
empirically unique from the other constructs in the research model. This suggests that the
constructs assess separate conceptual dimensions and do not strongly correlate with each
other. The general outcome of the measurement model evaluation indicates that the
research model has satisfied the necessary conditions of validity, reliability and discriminant
validity and thus the study can be furthered to the stage of structural model evaluation.

X1.1 /,4'
¥ 2,654 ¥1.2
X1.2 12,505 ~¥
19,070 ¥13
X1.3 417483 — 3.390
8868 Y14
X1.4 F&B?@ 17.807
Strategic HRM Ophanizayonal ’ ~ ¥1.5
X1.5 A
Y1.6
10,715 6.200 9.471
X2.1 Y21
-~
5610 —
X2 — iy 10.407
13.626 — Y22
24,827 — |26 h
¥23 & - 14.001 —»
40.305 5.561 Y23
X24 Knowledge Organizational w24
Management Performance
Capacity

Figure 1. Structural Model of the Research Framework
Source(s): Authors’ own work (2026)
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Table 3. Structural Model Results (Direct and Indirect Effects)

Relationship Effect Original T- P- Result
Type Sample () Statistic Value

Strategic HRM — Knowledge Direct 0.668 10.715  0.000 Supported
Management Capacity Effect
Strategic HRM — Organizational Direct 0.339 3.390 0.000 Supported
Innovation Effect
Knowledge Management Capacity =  Direct 0.571 6.200 0.000 Supported
Organizational Innovation Effect
Organizational Innovation — Direct 0.593 9.471 0.000 Supported
Organizational Performance Effect
Strategic HRM — Knowledge Indirect 0.381 6.497 0.000 Supported
Management Capacity — Effect
Organizational Innovation
Knowledge Management Capacity -  Indirect 0.338 6.204 0.000 Supported
Organizational Innovation — Effect
Organizational Performance
Strategic HRM — Knowledge Indirect 0.226 5.998 0.000 Supported
Management Capacity — Effect
Organizational Performance
Strategic HRM — Organizational Indirect 0.201 2.887 0.002 Supported
Innovation — Organizational Effect
Performance

Source(s): Primary data in bank, 2026

4.1 Strategic HRM and Knowledge Management Capacity

The results of the structural model analysis indicate that Strategic Human Resource
Management (Strategic HRM) has a positive and significant effect on Knowledge
Management Capacity. This is evidenced by the path coefficient value of 0.668, with a t-
statistic of 10.715 and a p-value of 0.000, which is below the significance threshold of 0.05.
These statistical results indicate that the proposed hypothesis is empirically supported. The
relatively high coefficient value suggests that Strategic HRM plays an important role in
strengthening the organization’s ability to manage and utilize knowledge resources
effectively (Mahade et al., 2025).The findings of this study imply that the implementation of
effective strategic human resource management practices contributes significantly to
improving the organization’s capability in managing knowledge. Strategic HR practices such
as employee training and development, knowledge-sharing programs, and performance
management systems encourage employees to continuously acquire and disseminate
knowledge within the organization (Masum et al., 2018). When employees are supported by
strategic HR policies, they are more likely to engage in learning activities, share expertise,
and develop innovative solutions that contribute to organizational growth. In the context of
the Islamic banking sector, knowledge management capacity is particularly important
because employees must understand complex financial products and Sharia compliance
regulations (Uddin et al.,, 2023). Strategic HRM can facilitate this process by providing
continuous professional development programs and promoting knowledge-sharing cultures
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within the organization. Therefore, the hypothesis stating that Strategic HRM positively
influences Knowledge Management Capacity is supported (Mahade et al., 2025).

4.2 Strategic HRM and Organizational Innovation

The results of the structural model analysis indicate that Strategic HRM has a positive
and significant effect on Organizational Innovation. This is evidenced by the path coefficient
value of 0.339, with a t-statistic of 3.390 and a p-value of 0.000, which is below the
significance threshold of 0.05. These findings demonstrate that the implementation of
effective strategic human resource management practices contributes to the development of
innovation within the organization (Sulastri et al, 2024).This result suggests that
organizations that adopt strategic HR policies are more capable of encouraging employees
to develop creative ideas and innovative solutions. Strategic HRM creates an organizational
environment that supports learning, collaboration, and experimentation (Sulastri et al,
2024). Through training programs, teamwork, and employee empowerment initiatives,
organizations can stimulate innovative behavior among employees and encourage them to
contribute to organizational development. In the banking sector, particularly in Islamic
banking institutions, innovation plays an important role in responding to rapid technological
changes and increasing market competition. Strategic HRM helps organizations build a
workforce that possesses the necessary competencies to develop innovative financial
services and operational processes (Xie & Guo, 2024). Therefore, the hypothesis stating that
Strategic HRM positively influences Organizational Innovation is supported.

4.3 Knowledge Management Capacity and Organizational Innovation

The results of the structural model analysis indicate that Knowledge Management
Capacity has a positive and significant effect on Organizational Innovation. This is evidenced
by the path coefficient value of 0.571, with a t-statistic of 6.200 and a p-value of 0.000, which
is below the significance threshold of 0.05. These findings confirm that knowledge
management capability plays an essential role in stimulating innovation within
organizations (Uddin et al., 2023).0Organizations that effectively manage knowledge
resources are better positioned to generate new ideas, improve operational processes, and
develop innovative products or services. Knowledge sharing, organizational learning, and
information exchange among employees enable organizations to integrate existing
knowledge with new insights (Zufiiga-Collazos et al., 2020). As a result, organizations can
transform knowledge resources into innovative strategies that enhance organizational
competitiveness. In the context of Islamic banking institutions, knowledge management
capacity enables employees to better understand Sharia-based financial systems and
develop innovative financial solutions that comply with Islamic principles (Ramadas & Felix,
2021). When organizations successfully manage and utilize their knowledge assets, they are
more capable of creating innovation that improves organizational performance. Therefore,
the hypothesis stating that Knowledge Management Capacity positively influences
Organizational Innovation is supported (Nurcahyo, Widagdo, et al., 2024).
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4.4 Organizational Innovation and Organizational Performance

The results of the structural model analysis indicate that Organizational Innovation has
a positive and significant effect on Organizational Performance. This is evidenced by the path
coefficient value of 0.593, with a t-statistic of 9.471 and a p-value of 0.000, which is below
the significance threshold of 0.05. These findings indicate that organizations that actively
implement innovation strategies tend to achieve higher levels of organizational performance
(Fauzyah & Sirait, 2023).Innovation allows organizations to improve operational efficiency,
enhance service quality, and develop competitive advantages in the marketplace. In the
banking sector, innovation may involve the development of digital banking services,
improvement of financial products, and enhancement of customer service systems (Awan et
al, 2023). These innovations contribute to increased customer satisfaction, improved
operational efficiency, and stronger organizational competitiveness. For Islamic banking
institutions, organizational innovation is essential in responding to evolving customer needs
and technological developments in the financial industry. By continuously developing
innovative products and services that comply with Sharia principles, Islamic banks can
improve their performance and strengthen their position in the financial market (Abdo et
al, 2022). Therefore, the hypothesis stating that Organizational Innovation positively
influences Organizational Performance is supported.

4.5 Strategic HRM, Knowledge Management Capacity, and Organizational Innovation

The results of the mediation analysis indicate that Strategic HRM indirectly affects
Organizational Innovation through Knowledge Management Capacity. This is evidenced by
the indirect path coefficient value of 0.381, with a t-statistic of 6.497 and a p-value of 0.000,
which is below the significance threshold of 0.05. These results indicate that the indirect
relationship between Strategic HRM and Organizational Innovation through Knowledge
Management Capacity is statistically significant (Masum et al., 2018) .This finding suggests
that Knowledge Management Capacity serves as an important mediating mechanism
through which Strategic HRM contributes to innovation development within the
organization. Strategic HR practices such as training programs, knowledge-sharing
platforms, and collaborative work systems enhance employees’ ability to acquire and
exchange knowledge (Masum et al,, 2018). As knowledge resources increase, employees
become more capable of generating innovative ideas that improve organizational processes
and services. In the Islamic banking sector, knowledge management enables employees to
combine their expertise in banking operations with their understanding of Sharia financial
principles (Masum et al,, 2018). This integration of knowledge ultimately supports the
development of innovative financial services and operational strategies. Therefore, the
hypothesis stating that Strategic HRM influences Organizational Innovation through
Knowledge Management Capacity is supported.
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4.6 Knowledge Management Capacity, Organizational Innovation, and Organizational
Performance

The results of the mediation analysis indicate that Knowledge Management Capacity
indirectly affects Organizational Performance through Organizational Innovation. This is
evidenced by the indirect path coefficient value of 0.338, with a t-statistic of 6.204 and a p-
value of 0.000, which is below the significance threshold of 0.05. These results demonstrate
that innovation plays a mediating role in the relationship between knowledge management
and organizational performance (Nurcahyo et al., 2025).0rganizations that possess strong
knowledge management capabilities can effectively transform knowledge resources into
innovative ideas and strategic initiatives (Ingvaldsen & Engesbak, 2020). Through
innovation, organizations can develop new services, improve operational efficiency, and
enhance customer satisfaction. These improvements ultimately contribute to higher levels
of organizational performance. In Islamic banking institutions, the ability to transform
knowledge into innovation allows banks to develop financial products that meet market
demands while maintaining compliance with Sharia principles (Ingvaldsen & Engesbak,
2020). Therefore, the hypothesis stating that Knowledge Management Capacity influences
Organizational Performance through Organizational Innovation is supported.

4.7 Strategic HRM, Knowledge Management Capacity, and Organizational Performance

The results of the mediation analysis indicate that Strategic HRM indirectly affects
Organizational Performance through Knowledge Management Capacity. This is evidenced by
the indirect path coefficient value of 0.226, with a t-statistic of 5.998 and a p-value of 0.000,
which is below the significance threshold of 0.05. These findings confirm that knowledge
management capacity mediates the relationship between strategic HR practices and
organizational performance. Strategic HRM contributes to the development of employee
competencies, encourages knowledge sharing, and facilitates organizational learning
processes. When organizations successfully manage knowledge resources, they are better
able to improve decision-making processes, enhance operational efficiency, and develop
competitive advantages (Uddin et al, 2023). As a result, the organization’s overall
performance improves. In the Islamic banking sector, knowledge management ensures that
employees possess an adequate understanding of both financial and Sharia-based
operational systems. This capability enables organizations to provide better services and
maintain high standards of operational effectiveness (Lin et al., 2020). Therefore, the
hypothesis stating that Strategic HRM influences Organizational Performance through
Knowledge Management Capacity is supported.

4.8 Strategic HRM, Organizational Innovation, and Organizational Performance

The results of the mediation analysis indicate that Strategic HRM indirectly affects
Organizational Performance through Organizational Innovation. This is evidenced by the
indirect path coefficient value of 0.201, with a t-statistic of 2.887 and a p-value of 0.002,
which is below the significance threshold of 0.05. These results demonstrate that
organizational innovation plays a mediating role in the relationship between Strategic HRM
and Organizational Performance (Saura et al., 2022). Strategic HR practices create a work
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environment that encourages creativity, learning, and collaboration among employees.
When employees are given opportunities to develop new ideas and innovative solutions,
organizations become more capable of adapting to changing market conditions (Saura et al,,
2022). This innovative capability ultimately leads to improved operational effectiveness and
organizational performance. In the Islamic banking industry, innovation supported by
strategic human resource practices enables banks to develop new financial products,
improve digital banking services, and enhance customer experience. These innovations
strengthen the competitiveness of Islamic banking institutions and contribute to improved
organizational performance (Akim et al, 2024). Therefore, the hypothesis stating that
Strategic HRM influences Organizational Performance through Organizational Innovation is
supported.

Table 4. Interview Result of Islamic Leadership Perspective

No Position Interview Result

1  Supervisor The informant explained that Islamic leadership emphasizes integrity
(amanah) and responsibility in managing human resources. Strategic HRM
practices are implemented through continuous training and mentoring
programs that encourage employees to improve their competencies and
share knowledge openly. According to the respondent, leaders who apply
Islamic values such as honesty and fairness can foster a collaborative work
environment that supports knowledge exchange and innovation within the
organization.

2 Supervisor The participant highlighted that knowledge management plays an essential
role in maintaining service quality in Islamic banking. Leaders are expected
to motivate employees to learn continuously and integrate Islamic ethical
values into their daily tasks. This approach strengthens employee
commitment and encourages innovative ideas to improve banking services
and operational efficiency.

3 Supervisor The interviewee stated that effective leadership in Islamic banking should
combine professional competence with spiritual values. Strategic HRM
policies that emphasize training, knowledge sharing, and teamwork help
employees develop innovative solutions for customer needs while
maintaining compliance with Islamic principles.

4  Manager According to the manager, organizational innovation is strongly influenced
by the leadership style adopted in the organization. Leaders who promote
open communication and encourage employees to share ideas create an
environment where knowledge can be effectively managed. Islamic
leadership values such as ihsan and shura (consultation) also strengthen
collaboration and decision-making processes.

5 Manager The respondent emphasized that knowledge management capacity helps
organizations transform employee knowledge into strategic resources.
Through systematic documentation and knowledge-sharing platforms,
employees are able to contribute ideas for innovation in financial products
and customer services within Islamic banking institutions.

6 Manager The informant noted that strategic HRM plays a critical role in developing
innovative capabilities among employees. Recruitment, training, and
performance evaluation systems are designed to support organizational
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No Position Interview Result

learning and knowledge development. Leaders are also expected to act as
role models by practicing ethical leadership aligned with Islamic values.

7  Senior The branch leader explained that organizational innovation in Islamic
Manager / banking is closely related to leadership commitment in managing
Branch Leader knowledge resources. Leaders encourage employees to exchange

experiences and best practices through formal meetings and knowledge
forums, which ultimately improve service innovation and operational

performance.
8 Senior The respondent highlighted that Islamic leadership promotes fairness,
Manager / transparency, and accountability. These values help build trust among

Branch Leader employees and strengthen collaboration across departments. As a result,
knowledge sharing becomes more effective and supports the development
of innovative banking services.

9 Senior According to the interviewee, the integration of Strategic HRM and
Manager / Knowledge Management Capacity creates a sustainable competitive
Branch Leader advantage for Islamic banking institutions. Leaders who support learning

culture and encourage creativity can significantly improve organizational
innovation and performance.

10 Senior The informant concluded that Islamic leadership perspective emphasizes
Manager / balancing professional management practices with spiritual values. By
Branch Leader strengthening Strategic HRM and knowledge management systems, Islamic

banks are able to foster continuous innovation while maintaining ethical
standards and compliance with Sharia principles.

Source(s): Primary data in bank, 2026

The interview results presented in Table 1.4 illustrate the perspectives of ten informants
occupying supervisory, managerial, and branch leadership positions in Islamic banking
institutions. Overall, the respondents emphasized that leadership grounded in Islamic values
plays a crucial role in strengthening Strategic Human Resource Management (Strategic
HRM) practices and enhancing Knowledge Management Capacity within the organization.
Informants highlighted that leadership principles such as amanah (trustworthiness), ihsan
(excellence), and shura (consultation) create a supportive organizational climate where
employees feel encouraged to contribute ideas, share knowledge, and participate in
continuous learning (Mujib et al, 2025). These values were perceived as essential
foundations for promoting collaboration and fostering a culture of innovation in Islamic
banking institutions (Tirno et al., 2023).

Furthermore, the participants explained that effective implementation of Strategic HRM
policies, including employee training, mentoring, and performance evaluation systems,
significantly contributes to improving knowledge capabilities among employees. Managers
and supervisors noted that structured knowledge-sharing activities, such as internal
discussions, cross-departmental meetings, and digital knowledge platforms, allow
employees to exchange experiences and best practices (Reza Nurul Ichsan, 2020). This
process not only enhances employees’ competencies but also enables the organization to
transform individual knowledge into strategic organizational assets. As a result, the
organization becomes more capable of developing innovative financial products and
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improving service quality in response to changing customer needs. From the leadership
perspective, senior managers and branch leaders also emphasized that integrating Strategic
HRM with Knowledge Management Capacity strengthens the organization’s ability to
achieve sustainable innovation and performance. Leaders play a key role in motivating
employees, establishing ethical standards, and creating an environment that supports
creativity and problem-solving (Hajiali, 2022). The findings indicate that when Islamic
leadership values are consistently applied alongside effective human resource strategies and
knowledge management practices, organizations are better positioned to enhance
organizational innovation and maintain competitiveness in the Islamic banking sector.

5. Conclusion and Recommendation

This research was conducted to analyze the effect of Strategic Human Resource
Management (Strategic HRM) and Knowledge Management Capacity on Organizational
Innovation and Organizational Performance within Islamic banking institutions in Central
Java. The results of the analysis demonstrate that Strategic HRM exerts a positive and
significant influence on both Knowledge Management Capacity and Organizational
Innovation. These findings indicate that the implementation of effective human resource
management strategies contributes substantially to enhancing the organization’s capability
to manage knowledge and stimulate innovative behavior among employees.

In addition, the study findings reveal that Knowledge Management Capacity significantly
affects Organizational Innovation. This suggests that organizations possessing effective
knowledge management capabilities are better positioned to create new ideas, improve
operational systems, and formulate innovative organizational strategies. Efficient knowledge
management practices facilitate the sharing of information, exchange of experiences, and
integration of organizational knowledge, which collectively encourage the growth of
innovation within the institution. The study further indicates that Organizational Innovation
has a positive and significant impact on Organizational Performance. This means that
organizations that continuously promote and implement innovation are more likely to
achieve superior organizational outcomes. Innovation contributes to greater operational
effectiveness, improved service quality, and stronger competitiveness within the banking
sector. In the Islamic banking context, innovation is also essential for developing Sharia-
compliant financial products and services that align with the changing demands and
expectations of customers. Overall, this research confirms that Strategic HRM and
Knowledge Management Capacity play vital roles in enhancing Organizational Innovation
and Organizational Performance in Islamic banking institutions. The integration of strategic
human resource management practices with effective knowledge management systems can
establish an organizational environment that supports continuous learning, creativity, and
innovation. Therefore, Islamic banking organizations are encouraged to strengthen both
their human resource management strategies and knowledge management practices in
order to improve innovation capabilities andachieve sustainable organizational
performance.

111



Avianda et al. /JBMIB, Vol. 5 No. 1, 2026

Declarations

Originality of the Manuscript

The submitted manuscript is an original work of the authors and has not been published previously,
either in whole or in part, in any language or publication medium. The manuscript is not currently
under consideration for publication elsewhere.

Authorship

All listed authors have made substantial contributions to the conception, design, execution, and/or
interpretation of the study. All authors have reviewed and approved the final version of the
manuscript and agree to its submission for publication.

Author Contributions

All authors contributed actively to the research process, including the study design, data collection,
data analysis, manuscript preparation, and revision of the manuscript. All authors have read and
approved the final manuscript.

Funding Statement
This research did not receive any specific grant from funding agencies in the public, commercial, or
not-for-profit sectors. All research activities were funded personally by the authors.

Data Availability Statement

The data supporting the findings of this study are available from the corresponding author upon
reasonable request, subject to ethical considerations and data confidentiality requirements where
applicable.

Declaration of Interests
The authors declare that there are no known financial interests, personal relationships, or other
conflicts of interest that could have appeared to influence the work reported in this manuscript.

References

Ab. Wahab, M., & Ismail, Y. (2019). Mas ' Uliyyah and Ihsan As High-Performance Work Values in
Islam. International Journal of Economics, Management and Accounting, 27(1), 187-212.
https://doi.org/10.31436/ijema.v27i1.660

Abdo, M., Feghali, K., & Zgheib, M. A. (2022). The role of emotional intelligence and personality on the
overall internal control effectiveness: applied on internal audit team member’s behavior in
Lebanese companies. Asian Journal of Accounting Research, 7(2), 195-207.
https://doi.org/10.1108/AJAR-04-2021-0048

Aisah, N., Utomo, C. W., & Setyawan, R. (2024). Contribution of Green Banking to Performance Based
on Integrated Sharia Maqasid: The Moderation Role of Islamic Social Reporting. E3S Web of
Conferences, 571. https://doi.org/10.1051/e3sconf/202457103006

Akim, A, Sari, V. P.,, Konety, N., & Nidatya, N. (2024). Indonesia’s Global Halal Hub: Competitive
Strategies for Leadership.  Jurnal Global & Strategis, 18(1), 29-56.
https://doi.org/10.20473/jgs.18.1.2024.29-56

Anggraeni, P. D., & Yuliani, N. L. (2020). Pengaruh Kompetensi Sumber Daya Manusia, Pemanfaatan
Teknologi Informasi, Partisipasi Penganggaran, Pengawasan Dan Peran Perangkat Desa
Terhadap Pengelolaan Dana Desa (Studi Empiris Pada Desa Se-Kecamatan Kajoran). Prosiding
2nd Business and Economics Conference In Utilizing of Modern Techonolgy, 15, 266-284.
https://antikorupsi.org

Anin Dwita, V., & Rozikan. (2022). The Effect of Islamic Work Ethics and Affective Commitment on
Quality of Work Life and Turnover Intention of Sharia Bank. Journal of Islamic Economic and

112



Avianda et al. /JBMIB, Vol. 5 No. 1, 2026

Business Research, 2(1), 90-103. https://doi.org/10.18196 /jiebr.v2i1.52

Anjum, N., Rahaman, M. S., Choudhury, M. 1., & Rahman, M. M. (2022). An Insight into Green HRM
Practices for Sustainable Workplace in the Banking Sector of Bangladesh: The Role of Electronic
HRM. Journal of Business Strategy Finance and Management, 04(01), 66-80.
https://doi.org/10.12944 /jbsfm.04.01.06

Awan, U,, Braathen, P., & Hannola, L. (2023). When and how the implementation of green human
resource management and data-driven culture to improve the firm sustainable environmental
development? Sustainable Development, 31(4), 2726-2740. https://doi.org/10.1002/sd.2543

Chahal, H. & Bakshi, P. (2014). Examining intellectual capital and competitive advantage
relationship: Role of innovation and organizational learning. International Journal of Bank
Marketing, 11(1), 52-69. https://doi.org/10.1108/1JBM-07-2013-0069

Chen, C. ], & Huang, ]. W. (2009). Strategic human resource practices and innovation performance -
The mediating role of knowledge management capacity. Journal of Business Research, 62(1),
104-114. https://doi.org/10.1016/j.jbusres.2007.11.016

Dakhan, S. A, Sohu, J. M., Jabeen, A., Mirani, M. A,, Shaikh, . A,, & Igbal, S. (2020). Impact of Green HRM
on Employees Pro-Environmental Behavior: Mediating Role of Women Environmental
Knowledge at Higher Education Institutions. [JCSNS International Journal of Computer Science
and Network Security, 20(12), 202-208. https://doi.org/10.22937/1JCSNS.2020.20.12.222

Falat, L., Michalova, T., Madzik, P., & Marsikova, K. (2023). Discovering Trends and Journeys in
Knowledge-Based Human Resource Management: Big Data Smart Literature Review Based on
Machine Learning Approach. IEEE Access, 11(June), 95567-95583.
https://doi.org/10.1109/ACCESS.2023.3296140

Fauzyah, 1., & Sirait, D. A. (2023). Pengaruh Model Kepemimpinan Servant Leadership dan Budaya
Organisasi terhadap Kinerja Anggota Polisi di Polres Metro Jaya Jakarta Selatan. Jurnal Psikologi
Insight, 7(2), 117-124. https://doi.org/10.17509/insight.v7i2.64756

Felicio, J. A, Couto, E., & Caiado, J. (2014). Human capital, social capital and organizational
performance. Management Decision, 52(2), 350-364. https://doi.org/10.1108/MD-04-2013-
0260

Guruh, M,, Syatoto, 1., & Harras, H. (2025). Peningkatan Tata Kelola SDM bagi UMKM di Era Digital di
Tajaul Karomah Desa Situgadung Kabupaten Tangerang. Jurnal PKM Manajemen Bisnis, 5(2),
569-577. https://doi.org/10.37481/pkmb.v5i2.1569

Hair, |J. F., Risher, ]. ], Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the results
of PLS-SEM. European Business Review, 31(1), 2-24. https://doi.org/10.1108/EBR-11-2018-
0203

Hajiali. (2022). Determination of Work Motivation, Leadership Style, Employee Competence on Job
Satisfaction and Employee Performance. Golden Ratio of Human Resource Management, 19, 66-
78. https://doi.org/https://doi.org/10.52970/grhrm.v2i1.160

Ingvaldsen, |J. A, & Engesbak, V. (2020). Organizational learning and bureaucracy: an alternative
view. Learning Organization, 27(5), 403-415. https://doi.org/10.1108/TL0O-11-2019-0168

Jermsittiparsert, K. (2021). Linking Green Human Resource Management Practices with Green
Employee Behavior: The Role of Environmental Knowledge as a Mediator. E3S Web of
Conferences, 277. https://doi.org/10.1051/e3sconf/202127706002

Krisna, R., Yusuf, M., & Putra, E. (2023). Analysis of the Halal Ecosystem and Halal Literacy on the
Development of Islamic Economic Halal Regulation. The 1st Proceeding of The International
Conference on Business and Economics, 1(1), 318-336.

Kwong-Kay, K. (2013). Partial Least Squares Structural Equation Modeling (PLS-SEM) Techniques
Using SmartPLS. Marketing Bulletin, 24(1), 1-32.

Le, H. M., Nguyen, T. T., & Hoang, T. C. (2020). Organizational culture, management accounting
information, innovation capability and firm performance. Cogent Business and Management,
7(1). https://doi.org/10.1080/23311975.2020.1857594

Lin, P.,, Zhang, X,, Yan, S., & Jiang, Q. (2020). Dynamic Capabilities and Business Model Innovation of
Platform Enterprise: A Case Study of DiDi Taxi. Scientific Programming, 2020, 1-12.
https://doi.org/10.1155/2020/8841368

Liu, C. H, Chang, A. Y. P, & Fang, Y. P. (2020). Network activities as critical sources of creating
capability and competitive advantage: The mediating role of innovation capability and human
capital. Management Decision, 58(3), 544-568. https://doi.org/10.1108/MD-08-2017-0733

113



Avianda et al. /JBMIB, Vol. 5 No. 1, 2026

Lubis, R., Matondang, Z., & Cahyani, U. E. (2023). Key Success Factors Islamic Human Resources in
North Sumatera Islamic Banking With Analytical Network Process (ANP). Jurnal Aplikasi Bisnis
Dan Manajemen, 9(3), 898-907. https://doi.org/10.17358/jabm.9.3.898

Maghsoudi, M., Kamrani Shahri, M., Agha Mohammad Ali Kermani, M., & Khanizad, R. (2025).
Mapping the Landscape of Al-Driven Human Resource Management: A Social Network Analysis
of Research Collaboration. [IEEE  Access, 13(December 2024), 3090-3114.
https://doi.org/10.1109/ACCESS.2024.3523437

Mahade, A., Elmahi, A., Alomari, K. M., & Abdalla, A. A. (2025). Leveraging Al-driven insights to
enhance sustainable human resource management performance: moderated mediation model:
evidence from UAE higher education. Discover Sustainability, 6(1).
https://doi.org/10.1007 /s43621-025-01114-y

Masruki, R., Hanefah, M. M., & Dhar, B. K. (2020). Shariah Governance Practices of Malaysian Islamic
Banks in the Light of Shariah Compliance. Asian Journal of Accounting and Governance, 13, 91-
97. https://doi.org/10.17576 /ajag-2020-13-08

Masum, A. K., Beh, L. S., Azad, A. K,, & Hoque, K. (2018). Intelligent human resource information
system (i-HRIS): A holistic decision support framework for HR excellence. International Arab
Journal of Information Technology, 15(1), 121-130.

Mergaliyev, A., Asutay, M., Avdukic, A., & Karbhari, Y. (2021). Higher Ethical Objective (Maqasid al-
Shari’ah) Augmented Framework for Islamic Banks: Assessing Ethical Performance and
Exploring Its Determinants. In Journal of Business Ethics (Vol. 170, Issue 4). Springer
Netherlands. https://doi.org/10.1007/s10551-019-04331-4

Muhammad, R., & Nawawi, M. (2022). Kinerja Keuangan Bank Syariah di Indonesia Sebelum dan
Selama Pandemi Covid-19. Business Accounting Review, 3(4), 853-867.

Mujib, A., Rustandi, R, & Setiawan, A. I. (2025). Corporate Da’'wa Based on Spiritual Capital:
Internalizing the Concept of Ihsan in Corporate Work Culture in Indonesia. Afkaruna: Indonesian
Interdisciplinary Journal of Islamic Studies, 21(1), 14-35.
https://doi.org/10.18196/afkaruna.v21i1.26800

Nguyen, T. V., Phan, A. T. T., & Nguyen, M. T. T. (2016). Knowledge Creation, Innovation and Financial
Performance of Firms: Evidence from Vietnam. International Journal of Business and
Management, 11(6), 95-107. https://doi.org/10.5539/ijbm.v11n6p95

Nurcahyo, S. A., Arismaya, A. D., & Jayanti, F. D. (2025). Al-enhanced human resource and green
accounting : for achieving sustainable development performance in sharia bank industry.
Journal Islamic Accounting and Finance Reserach (JIAFR), 7(2), 231-256.

Nurcahyo, S. A., Isnawati, S. I., Widagdo, T. H., & Rizal, A. (2024). Islamic Economic Concepts To Form
Community Welfare From The Perspective Of Ibnu Khaldun’s Thinking. AL-ARBAH: Journal of
Islamic Finance and Banking, 6(1), 75-92. https://doi.org/10.21580/al-arbah.2024.6.1.21060

Nurcahyo, S. A,, Widagdo, T. H., & Ali, A. (2024). Talent Management Strategy in Career Development
with Capacity Building Practices within the Local Government Organization of Semarang
Regency. Proceedings of the 4th International Conference on Law, Social Sciences, Economics, and
Education, ICLSSEE 2024, 25 May 2024, Jakarta, Indonesia, 02, 19-34.
https://doi.org/10.4108/eai.25-5-2024.2348957

Ramadas, R. B, & Felix, E. (2021). Artificial Intelligence and Hrm: An Empirical Study on Decision-
Making Skills of Hr through Ai in Hrm Practices. Annals of the Romanian Society for Cell Biology,
25(February), 11568-11578.

Reza Nurul Ichsan. (2020). Pengaruh Disiplin Kerja Terhadap Kinerja Pegawai Negeri Sipil (PNS).
Universitas Darma Agung, 28(2), 187.

Riana, A. V. (2024). The Impact of Green Banking Initiatives : Assessing Environmentally Friendly
Banking on Islamic Banks in Indonesia. SUKUK: International Journal of Banking, Finance,
Management and Business, 3(1), 1-15.

Sarfraz, M., Khawaja, K. F., Khalil, M., & Han, H. (2023). Knowledge-based HRM and business process
innovation in the hospitality industry. Humanities and Social Sciences Communications, 10(1).
https://doi.org/10.1057/s41599-023-02140-9

Saura, J. R, Skare, M., & Riberio-Navarret, S. (2022). How Does Technology Enable Competitive
Advantage? Reviewing State of the Art and Outlining Future Directions. Journal of
Competitiveness, 14(4), 172-188. https://doi.org/10.7441 /joc.2022.04.10

Schulers. (2011). Global Talent Management and Golbal Talent Challenges: Global Talent Strategic

114



Avianda et al. /JBMIB, Vol. 5 No. 1, 2026

Opportunities for HRM. Journal of World Business, 01, 88-92.

Sulastri, L., Nurjaman, K., Supratman, I, Sari, A. L., & Yuliani, N. (2024). Implementing Al-Based
Knowledge Management to Enhance Innovation in Organizations : A Comprehensive Literature
Review and Strategic Implications. The 1st International Conference on Islamic Economics (ICIE)
2024, 390-414.

Sunaryudanto, Y. M. F,, & Rofiaty, R. (2024). Pengaruh Knowledge Management Dan Inovasi Terhadap
Kinerja  Organisasi. Jurnal  Kewirausahaan  Dan  Inovasi, 3(4), 1012-1020.
https://doi.org/10.21776/jki.2024.03.4.07

Tirno, R. R, Islam, N., & Happy, K. (2023). Green HRM and ecofriendly behavior of employees:
Relevance of proecological climate and environmental knowledge. Heliyon, 9(4), e14632.
https://doi.org/10.1016/j.heliyon.2023.e14632

Uddin, M. S., Rahaman, M. A,, Latif, W. Bin, Dona, P. Das, & Kundu, D. (2023). Impact of green HRM
practices on bank employee service behaviors. Banks and Bank Systems, 18(4), 85-93.
https://doi.org/10.21511/bbs.18(4).2023.08

Ullah, H. (2014). Shari’ah compliance in Islamic banking: An empirical study on selected Islamic
banks in Bangladesh. International Journal of Islamic and Middle Eastern Finance and
Management, 7(2), 182-199. https://doi.org/10.1108 /IMEFM-06-2012-0051

Vu, H. M. (2020). A review of dynamic capabilities, innovation capabilities, entrepreneurial
capabilities and their consequences. Journal of Asian Finance, Economics and Business, 7(8), 485-
494. https://doi.org/10.13106/JAFEB.2020.VOL7.N08.485

Wang, |, Yang, ], & Xue, Y. (2017). Subjective well-being, knowledge sharing and individual
innovation behavior: The moderating role of absorptive capacity. Leadership and Organization
Development Journal, 1-19. https://doi.org/10.1108/L0D]J-10-2015-0235

Wiyawan, D., Hendrawati, H., Burda, A., Merliyana, M., & Saefurahman, A. (2024). Shariah Bank
Fundamental, Maqashid and Financial Sustainability: Unraveling the Dynamics. Research of
Islamic Economics, 1(2), 58-71. https://doi.org/10.58777 /rie.v1i2.174

Xie, L., & Guo, H. (2024). Servant Leadership , Organizational Innovation Climate , and Innovation
Performance : The Mediating Role of Innovation Capability. 4883, 3269-3289.

Yarsi, M. R,, Thoyib, A., Rofiaty, & Irawanto, D. W. (2025). Improve Work-Life Balance Through
Optimizing Employee Spirituality. Journal of Ecohumanism, 4(1), 2394-24009.
https://doi.org/10.62754 /joe.v4il.6062

Zuniga-Collazos, A., Lozada, N., & Perdomo-Charry, G. (2020). Effect of absorption capacity acquired
on organisational performance. International Journal of Innovation Management, 24(5), 1-19.
https://doi.org/10.1142/S1363919620500486

115



Avianda et al. /JBMIB, Vol. 5 No. 1, 2026

This page is intentionally left blank
(this sheet is for odd-numbered end pages of articles)

116



