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Employee performance of Sharia Bank in
Indonesia : The mediation of organizational
innovation and knowledge sharing

Zulkifli Zulkifli**, Astri Ayu Purwati?, Nicholas Renaldo?, Zulfadli Hamzah® and
Muhammad Luthfi Hamzah?

Abstract: Islamic bank is a financial institution thagsaypplies the concept of sharia
management in its operational activities including human resource management.
This study aimed to analyze the influence of compegegcy and Islamic organizational
culture in improving employee performance with the mediation of organizational
innovapiem and knowledge sharing. The population of this study were 941 employ-
ees of Islamic banks wekunburu, Indonesia and a total of 273 employees were
obtained as samples. The data analysis technique used is the Structural Equation
Model (SEM) Analysis with AMOS. Th B tudy results showed that competency and
Islamic organizational culture have a significant positive effect on organizational
innovation, Organizational Innovation has a significant positive effect on knowledge
sharing, and competency, Islamic organizational culture and organizational innova-
tion have a significant effect on employee perfggnance. Meanwhile, Competency
and Islamic Organizational Culture do not have a significant effect on knowledge
sharing and knowledge sharing does not have a significant effect on employee
performance. The indirect eff test results show that organizational innovation
has a mediating role in the influence of competency and Islamic organizational
@ture on employee performance. Meanwhile, knowledge sharing cannot mediate

e influence of competency, Islamic organizational culture and organizational
innovation on employee performance.

Subjects: Human Resource Development; Organizational Studies;

Keywords: competency; Islamic organizational culture; employee performance;
organizational innovation; knowledge sharing

1. Introduction 28

Islamic banks are the main financial institutions in the Islamic banking system. Like conventional
banks, Islamic banks also provide a variety of financial products and services such as savings,
financing, investment and other ices. However, these products must comply with sharia
principles. Every sharia bank has a Sharia Supervisory Board which is responsible for ensuring
compliance with sharia principles in all banking activities. This council is composed of shariah
experts and clerics who have in-depth knowledge of Islamic law. Islamic banking has developed
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rapidly in various countries with a Muslim majority population. It provides financial options that
suit their religious beliefs while participating in a modern economy (Bilal & Sulaiman, 2021).

In increasing its profitability, Athari (2022) shows Qut the profitability of Islamic banks operating
in Arab countries is formed by bank-specific, industry-specific, and country-specific determinants
and at the gipbal level. Athari and Bahreini (2023) also emphasized that environmental character-
istics have an important role in determining the capital ratio of Islamic banks. Stronger country-
level governance is associated with higher capital ratios, and banks can increase c@yieal, especially
by increasing pofiical corruption, government effectiveness, and the legal system. Study by (Athari
et al., 2016) on the dividend policy behaviour of Islamic and conventional banks operating in the
Arab market. These banks operate in an environment of Sharia law and low levels of investor

ection. Our results support the dividend substitution agency model for Islamic banks, and
slamic banks use dividend policy as a substitute mechanism to reduce relatively more significant
agency problems and higher risk of takeover by insiders.

The magnitude of the pogggqtial for %elupment of Islamic banks in Indonesia has not been
optimally achieved, in 2021 the market share of Islamic banking is only 6.52%. Disbursed financing
(DF) in 2019 was 18.73% and decreased in 2020, DF growth in Riau region was only 7.86% and
increased in 2021 by 22.01%, which means there are growth fluctuations in the last three years.
Judging from the growth of Islamic banking third party funds (TPF), Riau Province from 2019 to
2021 has experienced an increase in growth. In 2019, the growth of Islamic banking in Riau
province was 12.93%, then in 2020 there was an increase in TPF growth of 15.93% and in 2021
TPF growth reached 27.98%.

Performance becomes a means to get better results from organizations, teams and individuals
by understanding and managing performance within the framew: f agreed objectives, stan-
dards and attribute requirements. Every organization will try always to improve the performance of
its employees in order to achieve the goals set by the organization, as well as for Islamic banking
organizations (Bernanthos, 2018). Employee competency is the cornerstone to the effective per-
formance of Islamic banking workers. In order for Sharia banking to offer services, certain criteria
must be met by its workers in order for them to deliver outstanding service (Yusuf et al., 2023).
However, it is regrettable that many qualifications for Islamic bank employees in Indonesia are still
required to have a general educational background (bachelor in general), implying that Islamic
banking still needs to provide additional reinforcement to its loyees in terms of Islamic
banking services and work. Human resource considerations also %e an impact on the growth
of Islamic banking in Indonesia.

The culture of Islamic-based Islamic banking companies is another aspect that determines the
performance of Islamic banking workers. Various system and marketing difficulties arose, indicat-
ing that they were impacted by elements such as the work environment and work culture (Hamzah
et al., 2015). Companies that operate under the sharia idea should develop a sharia-compliant
work culture (Sopiah et al., 2021). The foundation of Islamic culture is a culture that is based on
the provisions and provisions of the Al-Quran and As-Sunnah (Candra et al., 2022). Sharia principles
must be observed and used in all banking activities as an Islamic bank. Employees in Islamic
banking must comprehend and adhere to these principles (Asad et al, 2018). This will establish
a work climate that is consistent with Islamic beliefs and will drive staff to offer the best service
possible to clients.

There has been a lot of research done on the role of job competency in determining perfor-
mance. However, some research in the banking context has yielded inconclusive results, such as
research (Hamzah, 2021; Suhadi et al., 2019) that found competency has significant positive
influence in improving employee performance, but research by (Hassan & Aliyu, 2018; Tarigan
et al,, 2020) that found competency has no significant in influencing the performance of banking
employees. Several studies have shown a beneficial link between Islamic organizational culture
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and Islamic banking personnel performance (Candra et al., 2022; Hamzah & Basri, 2021; Ibrahim &
Kamri, 2017; bie & Novianti, 2020). Other research, however, have significant discrepancies.
Other study indicates that Islamic organizational culture has no effect on the performance of
Islamic banking staff (Wulandari, 2021). Furthermore, there are discrepancies in other research,
such as the sorts of Isl@nic banking investigated, such as conventional Islamic banking vs pure
Islamic banking (Amiri gul., 2017; Candra et al, 2022; Sopiah et al., 2021). This may have an
impact on the findings of study.

Based on empirical studigseef previous research which resulted in gaps from inconsistencies in
research results related to% influence of competency and organizational culture on employee
performance. As well as the m of research that focuses on examining the Islamic aspects of
Islamic organizational culture in Islamic banking. This study uses a mediating factor as a bridge as
well as originality in explaining the differences in research. Organizational Innovation and
Knowledge Sharing are the mediating factors in this research. Islamic banking business practices
can take advantage of organizational innovation. Employees can increase their working time and
productivity by introducing new technologies and more efficient work procedures (Biischgens
et al, 2013). Islamic banking workers must evaluate the Islamic rules, regulations, and laws
governing Islamic banking operations while adopting organizational innovations. Employees with
excellent competency can drive an organization’s potential to innovate and produce new goods or
services that improve overall organizational performance in an inventive environment.
Furthermore, an organizational culture that encourages innovation fosters an atmosphere that
encourages healthy risk-taking and generates incentives to innovate, which increases the potential
of the organization to achieve higher performance (Wang & Wang, 2012; Zhao et al., 2021). Strong
employee capabilities that might influence knowledge sharing, namely the capacity of workers to
share information with their colleagues, is recognized to play a mediating role in knowledge
sharing. Employees with high competency are more likely to share their expertise (Lee &
Hidayat, 2018).

General research questions that will be answered through this study are : Do organisational
innovatigegand knowledge sharing mediate the influence of competence and organisational
culture on the performance of Islamic banking employees in Pekunburu,monesiu? For this
reason, this research was aimed to analysed the strategi in improving the performance of
Islamic banking employee through the study of mediation effect of organizational innovation
and knowledge sharing in relationship between competency and organizational culture on the
employee performance. Furthermore, this research contributes to the development of manage-
ment policies and practices in Islamic banks in Indonesia. The linkages between competencies,
organisational culture, innovation, and knowledge sharing can help orgagiismtions optimise their
strategies to improve employee performance and, overall, organisational ormance.

2. Literature review and hypothesis development

2.1. Employee performance of Sharia Bank

Islamic banking is a financial organization that conducts its operations in accordance with Sharia
principles. Sharia principles are founded on Islamic law, which forbids usury (interest), gharar
(speculation), maysir (gambling), and commerci ctions that are harmful to society or the
environment. Instead, Islamic banking operates on the principles of profit sharing (profit and
loss sharing), contract (agreement), and prudence (Yusuf et al., 2023). Islamic banking offers
a wide range of financial goods and services that are similar to those offered by traditional
banks, such as savings, deposits, lending, credit cards, and so on (Lestari & Guritno, 2021).
Sharia banking goods and services, on the other hand, are built in accordance with sharia
principles, with a higher focus on justice, prudence, and community empowerment. Islamic bank-
ing goods and services are also more open to the creation of new technological and innovative
products (Wusqo et al., 2022). Sharia banking is presently expanding and in high demand among
Indonesians because the goods and services supplied are founded on principles that are more fair,
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transparent, and consistent with Islamic ideals. Furthermore, government assistance and
improved rules have made Islamic banking more visible and major contributor to the national
economy.

Employee performance refers to how workers meet the aims and objectives established by the
firm or organization for which they work (Bernanthos, 2018). Several factors for measuri
employee performance are listed below (Bernanthos, 2018; Lestari & Guritno, 2021) including: (
Work quality; (2) quantity; (3) punctuality; (4) effectiveness; and (5) independence.

Previous research has conducted a lot of research on the performance of Islamic banking
employees including research by Kolibacova (2014) using the balance scorecard approach to
analyse competency and performance measurement in Islamic banking employees. Research by
Shaikh et al. (2017) and Sarmad et al. (2018) with a mixed od approach analysing Stress
Psychology, Stress Organization and Communication Spirituality in the workplace has a real impact
on improving the performance of Islamic banking employees. Research by Shaikh et al. (2017) and
Afif et al. (2023) with the linear regression analysis method found motivation to be a factor that

cts the performance of Islamic Banking employees. Research by (Hamzah & Basrjg@21) using

e Structural Equation Model (SEM) analysis method found important factors that play a role in
improving th rformance of Islamic banking employees. Other factors such as organisational
culture also g& an impact on improving the performance of Sharia banking employees as
researched by Wulandari (2021) and Wibowo et al. (2021) with a Multiple Linear regression
analysis approach on 100 employees. Research on in ion has an influence on the performance
and work productivity of Islamic banking employees%ucted by Wibowo et al. (2021). Research
by Mawad et al. (2022) with an associative analysis approach found that financial financial self-
control and demographic determinants play an important role in improving employee perfor-
mance. Research development using indirect effect analysis using moderation or mediation with
the Structural Equation model method has also been developed by previous researchers including:
performance model for Islamic banking employees using the mediation of Islamic work ethics
(Sarmad et al.,, 2018). Mediation role of internal control systems in the relationship between
employee motivation on employee performance (Chang et al., 2019; Jarah et al., 2023). From
various existing previous studies, this study formulated a model using 2 mediation approaches,
namely organizational innovation and knowledge sharing, which were different from previous
studies.

2.2, Competency

Competency is a trait that underpins a person and is connected to the efficacy of individual
performance in his job or the fundamental qualities of persons who have a causal connection or
are related to the criteria used as a reference (Suhadi et al., 2019). Competency is described as the
abilities, knowledge, and attitudes necessary to do certain activities successfully. Technical, man-
agerial, and Islamic competencies may be necessary in the setting of Islamic organizations
(Hamzah, 2021).

Competency is defined as the capacity to do or carry out a job or task based on skills and
knowledge, as well as the work attitude needed for the job (Younas & Bari, 2020). Thus, compe-
tency demonstrates the abilities and knowledge indicated by expertise in a certain industry as
something significant or better. Because competency in general refers to a person’s fundamental
capacity to do work (Kolibacova, 2014). Employees with strong job competency will be able to
favorably affect their performance in tﬁsetting of Islamic banking (Hamzah, 2021). Islamic
banking workers must be well-versed in Islamic banking products and services in order to deliver
accurate information and service to consumers (Swanson et al., 2020). Several previous studies
have also conducted research which shows the role of competency in improving employee
performance (Anshori et al., 2022; Hamzah, 2021; Kolibacova, 2014; Suhadi et al., 2019) and this
has proven that good employee competency can assist these employees in providing the right
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solutions and in accordance with customer expecigpipns and lead to increased performance. As
a result, the initial hypothesis of this investigation Is as follows:

H1. Competency has a significant positive effect on employee performance

Individuals with high competencies have the knowledge, abilities, and experience needed to
recognize challenges and provide new solutions (Blazquez Puerta et al., 2022; Wibowo et al,,
2021). Individuals with significant capabilities can tackle complicated challenges. This capacity is
critical @producing innovation since these challenges often need creative and novel solutions
(Chang et al.,, 2019; Wibowo et al., 2021). Previous studies have discussed the effect of compet

on organizational innovation and several studies have obtained results where co encyﬁ
a significant positive effect on innovation in the workplace (Tipu, 2014). As a result, the following
research hypothesis is proposed:

H2. Competency has a significant positive effect on Organizational Innovation

Competency may also have a beneficial impact on information sharing since someone with
competency in a profession would often have considerable knowledge and expertise in that area
(Anshori et al,, 2022). This makes it a helpful resource for those seeking to learn about or improve
their grasp of the topic. Furthermore, competent people have the capacity to communicate and
connect successfully with others. This makes it simpler for them to successfully share their
expertise and experiences with others. Individuals with gowithtence, in other words, will tend to
be leaders or role models in sharing (Swanson et al,, 2020. There is not much previous research
that explains how competency inﬂuence@owledge sharing, but study by Nurdin & Yusuf (2020)
have shown that employee competency plays an important role in the management process and

knowledge sharing within the organization of Islamic bank, it is proven that these have
a significant influence on each other. Based on this reasoning, the following study hypothesis is
developed:

H3. Competency has a significant positive effect on knowledge sharing

2.3. Islamic organizational culture

The overall values, norms, principles, and attitudes that are reflected in organizational activities
that are influenced by culture include principles derived from Islamic teachings such as honesty,
fairness ial responsibility, mutual respect, and balance between worldly and hereafter activities
(Sopiah et al., 2021). The goal of Islamic work culture is to establish a productive work environment
that adheres to Islamic religious beliefs.

Several measures of assessing Islamic organizational culture that may be used to analyze the
degree to which the company has incorporated Islamic principles into its culture are as follows
(Wulandari, 2021): 1) Compliance with laws and regulations: This indicator encompasses both
internal and external compliance with relevant legal rules and regulations. 2) Equality and fairness:
This indicator measures equality and fairness in the treatment of workers, customers, and other
business partners. 3) Social responsibility: This indicator encompasses the organization’s philan-
thropic and social initiatives that benefit society and the environment. 4) Mutual respect and
cooperation: This indicator assesses the amount of harmony and mutual respect among workers
as well as between employees and leaders. 5) The balance between this world and the next: This
indicator assesses the degree to which a company incorporates religious values into its commer-
cial operations, such as prayer, zakat, and good actions (Wulandari, 2021). This Islamic work
culture may be implemented in any firm and has been shown to improve economi ormance
and success. Previous research found that organizational culture in an Islamic bank has a positive
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and significant impact on improving employee performance (Ekawati et al, 2019; Rofifah et al.,
2019). As a result, the research hypothesis is:

H4. Islamic Organizational Culture has a significant positive effect on employee performance

Organizational innovation may benefit significantly from Islamic organizational culture. This is
because ideals in an Islamic corporate culture promote creativity, innovation, and self-
development, such as risk-taking, freedom of thinking, and initiative (Hamzah, 2021). Islamic
organizational culture also places a premium on long-term and sustainable thinking, which may
inspire firms to develop more inventive and sustainable solutions (Amiri et al, 2017). Furthermore,
Islamic organizational culture encourages excellent cooperation and teamwork, which may assist
firms in more successfully creating and developing ideas. The research hypothesis is based on this:

H5. Islamic Organizational Culture Eus a significant positive effect on Organizational Innovation

In an Islamic organizational culture, employees are also allowed to improve their abilities and
competencies through continuous training and learning to perform their jobs more effectively and
efficiently (Amiri et al., 2017). This can strengthen the willingness and ability of employees to share
knowledge and experience with their colleagues, thereby bringing benefits to the organization as
a whole (Blschgens et al,, 2013). For this reason, the hypothesis is formulated:

H6. Islamic Organizational Culture !us a significant positive effect on Knowledge Sharing

Organizational innovation includes changes or development of new processes, products and
business practices that can improve organizational efficiency, productivity and competitiveness
(Hussain et al., 2016). These innovations can also encourage creativity and collaboration between
team members, increasing communication and trust between them. When an organization
encourages innovation, team members are encouraged to share their knowledge openly and
learn from one another. They will be involved in exchanging ideas and experiences, looking
for new solutions to overcome their problems (Kuzu & Ozilhan, 2014). In this context, Knowledge
Sharing can be seen as a form of organizational innovation. Thus, then:

H7. Organizational Innovation gs a significant positive effect on Knowledge Sharing

2.4. Organizational innovation

(Bilischgens et al., 2013) Organizational innovation is the process or consequence of developing and
implementing new ideas that benefit the organization. This entails creating or putting into action new
ideas, concepts, goods, services, or processes that may enhance organizational performance or
efficiency while also increasing client or consumer happiness (Wang & Wang, 2012). Organizational
innovation may take place in a variety of sectors, including operations, information technology,
marketing, human resource management, and many more. Changes in an organization's operations,
such as adopting a new technology, developing a new product or service, or refining an existing
business process, may all be examples of innovation. Organizational innovation can benefit the
organization by increasing competitiveness, expanding market share, increasing efficiency, increasing
customer or consumer satisfaction, increasing productivity, and improving the organization’s reputa-
tion among society and customers (Blazquez Puerta et al.,, 2022; Mustika et al., 2020). Some indices for
gauging organizational innovation are as follows (Biischgens et al., 2013; Heksarini, 2018): 1. The
quantity and kind of invention created, 2. The extent to which new technology is used, 3. Employee
involvement in innovation 4. Innovation success rate 5. A culture of innovation. Organizational
performance is significantly influenced by organizational innovation. Organizations may benefit from
innovation by developing better goods or services, developing more efficient processes, and improving
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the customer experience. When a company has sufficient expertise and a strong organizational
culture, it may stimulate internal innovation (Wibowo et al., 2021). The ensuing innovations may assist
businesses in improving their performance by increasing efficiency, productivity, and competitiveness
(Asad et al., 2021). Furthermore, organizational innovation may assist firms in adapting to changing
circumstances and market demands. Organizational innovation may help firms sustain a competitive
edge and enhance long-term performance in this environment. As a result, the research hypothesis is:

H8. Organizational Innovation Eus a significant positive effect on employee performance

In this situation, organizational innovation also serves as a bridge between competency, organiza-
tional culture, and organizational performance (Abbas et al., 2019). Competency and a strong
organizational culture may foster innovation inside a company, allowing it to perform better. To
increase organizational performance, firms must build and strengthen organizational competency
and culture that fosters innovation (Blazquez Puerta et al., 2022; Wibowo et al., 2021). Based on
this rationale, the following research hypothesis is proposed:

H9. Organizational Innovation mediates the influence of competency on employee performance

H10. Organizational Innovation mediates the influence of Islamic organizational culture on
employee performance

2.5. Knowledge sharing

The act or practice of sharing information, expertise, or abilities with others is known as knowledge
sharing (Wang & Wang, 2012). In this scenario, someone with specific information or skills
communicates such knowledge to others in order to assist them in understanding and developing
their talents. Some broad markers for measuring knowledge sharing within an organization include
(Swanson et al., 2020): 1. The frequency and amount of knowledge shared; 2. The quality of
knowledge shared; 3. Participation in knowledge sharing activities; 4. Level of social interaction;
and 5. Employee involvement. Knowledge sharing is critical in the development of a knowledge-
based society.

Sharing information at work may assist enhance productivity, efficiency, and improve company
processes. Furthermore, sharing information may aid in closing the knowledge gap between those
who know and those who do not know can also aid in a person's personal knowledge strengthening.
Sharing information leads to a better understanding of specific topics as well as the development of
communication skills and the capacity to educate others (Kuzu & Ozilhan, 2014). Knowledge sharing
may have a substantial impact on an individual's or an organization’s overall performance (Sumbal
et al., 2021). Individuals or teams that share information may leverage their diverse experiences and
skills to boost efficiency and production (Abbas et al., 2019; Lee & Hidayat, 2018). This may aid in
completing chores more quickly and effectively. As a result, the following hypothesis is developed:

H11. Knowledge Sharing has a significant positive effect on employee performance.

Knowledge sharing has the potential to moderate the impact of competency and Islamic organi-
zational culture on organizational performance. Knowledge sharing may aid in the development of
individual capabilities within an organization, hence improving overall organizational performance
(Anshori et al., 2022). Organizational members may build new skills and expertise through sharing
information, which can improve their capacity to execute duties more successfully (Asif et al,,
2021). Sharing knowledge may also assist to develop a collaborative Islamic corporate culture.
Organizational members might sense the necessity of aiding and strengthening each other to

in organizational objectives through sharing information (Blazquez Puerta et al., 2022; This,).
ﬂd on this rationale, the following research hypothesis is proposed:
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Figure 1. Research Framework.

H12. Knowledge Sharing mediates the effect of competency on employee performance

H13. Knowledge Sharing mediates the influence of Islamic organizational culture on employee
performance

Knowledge sharing can mediate organizational innovation’s effect on employee performance. ?
sharing knowledge, employees can learn new ideas and techn@jgglies that can open up new job
possibilities (Abbas et al., 2019; Lee & Hidayat, 20@#¥yAThis can encourage employees to be more
creative and innovative in their work, and enhance their ability to develop new solutions to existing
problems. Therefore, the hypothesis is formulated:

H14. Knowledge Sharing mediates the effect of organizational innovation on employee
performance

2.6. Research framework

Figure 1 explains this research model to address the issue on the performance of Islamic banking
employees through the approach of competency variables, Islamic organizational culture, organi-
zational innovation, and knowledge sharing.

3. Methodology

@. Population and sampling

As for the population in this study, a ployees of Islamic banks in Pekanbaru City were as many
as 941 people. As for the number of samples that can be determined based on the Krejcie-Morgan
formula with an inaccuracy value of 0.05, the sample size obtained is 273 employees. Considering
the statement above, because the population is more than 100 people, the examination in this
study used proportionate stratified random sampling.

Organizational
Innovation

Competency

Employee
Performance

Islamic
Organizational
Culture

Knowledge
Sharing
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Q. Research instrument

This study used a primary datgllection approach using questionnaires that were distributed to
as many as 273 employees. % questionnaire was designed using a Likert scale of 1-5. The
research instrument was designed using measurement indicators for each variable described in
the table 1:

3.3. Validity and reliability test

Before being sent to 273 respondents, the research instrument produced in this study was
validated for the validity and appropriateness of each statement item provided in the instrument.
As a result, pilot test questionnaires were g®livered to 30 respondents, in this instance, Small and
Medium Enterprises, at this stage (SMEs). The validity and reliability tests of the research instru-
ments in this study revealed that the full set of statement items was valid and reliable enough to
be employed in the following test.

3.4. Analysis of structural equation model with AMOS

The theoretical analysis is utilized to build a model that will serve as the foundation for the
subsequent processes. The theoretical model’s principles and dimensions have been produced
via theoretical investigations and hypothesis development. The multivariate Structural Equation
Model (SEM) method was utilized in this research because, unlike other multivariate approaches,
SEM can incorporate measurement models and structural models at the same time. Furthermore,
SEM methods may investigate both direct and indirect impacts. AMOS 4 was employed in this work
for data processing utilizing SEM.

4. Results and discussion

Respondent demography
ased on the above data it can be seen the distribution of respondents based on gender, age,
marital status and length of service. Regarding gender, the majority of respondents to Islamic
banking employees in Pekanbaru, Riou are female with a percentage of 60.1%. Banking is
a business engaged in the service sector, s ale employees are very suitable where women
have better service capabilities. Furthermore, in terms of age, the majority of respondents are aged
25-35 years, which are employees with permanent status. Meanwhile, in terms of marital status,
the majority of respondents were still unmarried, these respondents were frontliner banking
employees. In terms of recent education, the majority of employees have Bachelors Degree
education, namely as much as 79.8% and lastly for years of service, the majority of respondents

have worked within 2-5 years.

4.2. Convergent validity @
Concerning the assessment of the measurement model, correct steps were taken to show the
validity and reliability of the measurement model.

Table 3 shows that each indicator for a research variable already has an outer loagigm value of
more than 0.7. The validity of the statement or questionnaire is also shown by the Average
Variance Extracted (AVE) value, which is g r than 0.50 overall (AVE >0.50) (Fornell & Larcker,
1981) this study, reliability is shown by a Cronbach Alpha value of more than 0.70 (CA > 0.70).
Then, e Composite Reliability v is greater than 0.70 (CR > 0.70) (Fornell & Larcker 1981), this
shows that the reliability is good. Table 2 shows that the Cronbach Alpha and CR values for all
variables are higher than 0.70. In other words, all of the variables in this study are valid.

ﬁ Discriminant validity

able 4 shows the results of Heterotrait-Monotrait Ratio (HTMT) achieved values smaller than the
proposed threshold values of 0.9 and below for all constructs whish means the measurement
model used in this study is valid and reliable (Henseler et al., 2015).
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Table 2. Analysis of respondent demography

Demography Category Freq Percentage
Gender ' Male ' 109 ' 39,9 %
' Female ' 164 ' 60,1 %
Age ' <25 Year ' 94 ' 34,4 %
' 25-35 Year ' 118 ' 432 %
36-45 Year ' 38 ' 13,9 %
>45 Year ' 23 ' 8.4 %
Status ' Single ' 163 ' 59,7 %
' Married ' 110 ' 40,3 %
Education Bachelor's Degree 218 79,8%
' Magkes/PhD 55 20,2%
Working Period E\/ﬂrs 47 17,2 %
2-8Years 158 57,9 %
9-15 Years 51 18,7 %
>15 Years 17 6,2 %

Source : Data Processed Microsoft Excel (2023).

4.4. Goodness of fit (GoF)
If empirical evidence conceptually and logically supported the model, the model is considered to
be excellent (fit). The whole AMOS model for this research can be seen in figure 2:

@e results of the GoF Indices test are shown in Table 5. Significant probability, TLI, CFI, NFI, IFI,
and RSMEA achieved model-fit findings, although GFI and AGFI produced marginal fit values, which
were acceptable in this circumstance.

4.5. Coefficient of determination

The coefficient of determination value in table 6 indicates how effectively the model is constructed
in terms of demonstrating the degree to which exogenous factors explain/influence endogenous
variables. The value of the coefficient of determination may be observed in the AMOS SEM from the
estimated value of each endogenous variable, and the following findings are obtained:

The organizational innovation variable has avalue of 0.361, which means that in this research model,
as muc 36.1% of organizational innovation is explained by competency and Islamic organizational
culture,.ale the remaining 63.9% is influenced by other variables. Knowledge sharing shows an
estimated value of 0.640 which means that as much as 64% of knowledge sharing is explained by
competency variables, Islamic organizational culture, and organizational innovation. For employee
performance variables, an estimated value of 0.598 explains that 59.8% of employee perform
variables are explained by competency, Islamic organizational culture, organizational innovation an
knowledge sharing. In comparison, the remaining 40.2% is explained by other variables.

4.6. Hypothesis test for direct effect

To test hypotheses with a significance level of 0.05, the t-value was utilized. In the Al 21
program, the critical ratio (c.r.) value for regression weights was the t-value. The hypothesis results
of the investigation are summarized in the table below:

The results of the hypothesis test in Table 7 show that %othesis 1, Hypothesis 2, Hypothesis 4,
Hypothesis 5, Hypothesis 6, Hypothesis 7 and Hypothesis 8 show a P Value < 0.05 and a CR value >
1.96, which means these hypot s can be accepted, it means that competency, and Islamic
organizational culture have a significant positive effect on organizational innovation,
Organizational Innovation has a significant positive effect on knowledge sharing, and competency,
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Table 3. Result for convergent vuli;’z'v

Variable Indicators oading Cronbach’s Composite Average
Factor alpha reliability variance
extracted

(AVE)

Competency | COMI | ogsa | ogss | 0888 | 0,750
' com2 ' 0,908
com3 ' 0,917
COM4 ' 0,780

@ployee ' EP1 | oss | 0853 | 086 | 0,632
Performance [ P2 | 0784
EP3 | og26
EP4 | os26
EPS | o715

Islamic ' 10C1 ' 0,972 ' 0,952 ' 0956 | 0,842
ogeiaierd | oa | oan
10C3 0,958
10CH ' 0,959
105 ' 0,877

ﬁwledge ' Ks1 | o761 | o088 | 0871 | 0655
il ' Ks2 | ogss
' Ks3 | o8se
Ks4 | o760
| og0s

Organizational @ | g0 | ogs1 ' 080 | 0,678
Innovation | o | 0,749
o3 ' 0,844
ol4 ' 0,855
0I5 ' 0,862

Source : Data Processed SEM PLS (2023).

Islamic Organizational Culture and Organizational |0\.ruti0n have a significant effect on
employee performance. Whereas in hypothesis 3 and hypothesis 11 the P Value>0.05 and the
CR value>1.96 which means Hypothesis 3 and Hypothesis 11 in this study are rejected or
Competency and Islamic Organizational Culture do not have a significant effect on knowledge
sharing and knowledge sharing does not have significant influence on employee performance.

lypothesis test for indirect effect 28
e results of testing the indirect effect in this study used the Sobel test and the following results
were obtained in table 8:

The results of the Sobel Test for esis 9 and hypothesis 10, namely testing the mediating role
of organizational innovation, show a T statistic >1.96 and a P-{fg¥ue <0.05, which means that hypoth-
esis 9 and hypothesis 10 are accepted, or there is a mediating role of organizational innovation in the
influence of competency and Islamic organizational culture on employee permunce. Meanwhile,
the knowledge-sharing mediation variable in hypotheses 12, 13 and 14 shows a statistical T value <
1.96 and a P-value >0.05, which means that eses 12, 13 and 14 are rejected, meaning that
knowledge sharing cannot act as a mediation of the influence of competency., Islamic organizational
culture and organizational innovation on employee performance.
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Table 4. Result for discriminant validity

Competency Employ Telarmi K ledg Organizational
Performance Organizational Sharing Innovation

Culture

Competency

Employee 0,623

Performance

Islamic 0,496 0,595

Organizational

Culture

Knowledge 0,538 0,600 0,515

Sharing

Organizational 0,719 0,731 0,518 0,807

Innovation

Source : Data Processed SEM PLS (2023).

5. Discussion

Hypothesis 1 indicates that cumpetency@s a strong positive influence on organizational innova-
tion, implying that the higher the job competency of Islamic banking personnel, the greater the
organizational creativity. Employees with strong job competency tend to be more creative thinkers.
The majority of respondents in this research are also between the ages of 25 and 35 (millennials
and Generation Z), and have greater knowledge and technology, which fosters inn ion in
Islamic banking companies that are already technology-based. The findings of this study are
consistent with previous research (Swanson et al, 2020), which found that competency has
a strong beneficial influence on promoting organizational creativity.

Figure 2. AMOS Model. L 35 3 N 2
2 QQ

Source : Data Processed AMOS 2

(EE) [on] [o2] (o] [oss]

10101 R OE00 o

—S

nizatianal
Innvatian

@

@

POPH,

b 2()
o 1100 ; 7
2@,
» niiee, [ EP3j—2)
L | 1
T M EP4 1 3
: [EPS| €2)

Chi-Square=623.717
Prob=.000
" 715 \ 108 GFI=.834
AGFI|=.794
(2] ks3] [ksa] (ks8] Tileny
30 25 119 ‘23 125 CF|= 936
) @ @ @ €9 NFI=.900

RMSFA=.076

POOOE
BEI|RIRE

Page 17 of 25




Zulkifli et al, Cogent Business & Management (2023}, 10: 2273609 -.'.Q-: cogent —business & ma nageme Nt
https://doi.org/10.1080/23311975.2023.22 73609

14
Table 5. Test Goodness of Fit indices

No Goodness of Fit Cut off Value Result Conclusion
Index

1 Chi-5quare Small 623.717 @d Fit

3 GFI =0.50 0.834 Marginal Fit

& AGFI =0.50 0.794 Marginal Fit

5 TLI =0.50 0.527 Good Fit

6 CFI =0.50 0.936 . Good Fit

7 NFI =0.50 0.500 . Good Fit

8 IFI =0.50 0.936 . Good Fit

9 RMSEA 0.05-0.08 0.076 Good Fit

Source : Data Processed AMOS (2023).

Table 6. Multiple square Correlation

Variable Estimate
Organizational_Innovation . 0.361
Knowledge_Sharing . 0.640
Employee_Performance . 0598

Source : Data Processed AMOS (2023).

Hypothesis 2 discovers that Islamic organizational culture has a strong beneficial impact on
organizational innovation, implying that the better the Islamic organizational culture in Islamic
banking, the better the organizational innovation, and vice versa. Islamic principles such as justice,
simplicity, trust, and unity may help to create an urgutiunul culture that fosters innovation in
the setting of Islamic finance (Amiri et al., 2017). This is consistent with the findings of (Amiri et al.,
2017; Sopiah et al., 2021) who found that Islamic organizational culture has a substantial impact
on organizational creativity.

Hypothesis 3 demonstrates that competency has no significant influence on knowledge sharing,
implying that competency is not a major element in the success of information sharing within
Islamic banking institutions. This hypothesis is compatible with hypothesis 4, which also indicates
that Islamic organizational culture has little influence on knowledge sharing. Even if individuals
have basic expertise, a company culture that discourages or even prohibits information sharing
might be a problem (Swanson et al,, 2020). Several variables may influence organizational culture,
including the presence of an overly rigid hierarchy, a lack of executive support, and a fear of losing
a competitive edge (Amiri et al., 2017; Hussain et al., 2016). This is obviously opposed to research
that indicates competency has a substantial impact on information sharing, as well as research
(Ibrahim & Kamri, 2017) that indicates Islamic organizational culture has a big influence on
knowledge sharing.

The fifth hypothesis demonstrates that organizational innovation has a major impact on knowl-
edge sharing. When firms innovate, individuals of the team must collaborate to develop new
solutions or enhance current procedures. This necessitates strong cooperation and information
sharing across many departments and employees inside the business. Innovation in terms of
enhancing service quality is also significant in Islamic banking (Suhandiah et al., 2023). This may
be accomplished through properly educating personnel to provide better customer service.
Furthermore, Islamic banking may use technology to deliver more timely and efficient services,
such as 24-hour contact center services or chatbots. Such innovations undoubtedly boost current
information exchange among personnel in order to provide consumers with a competent,
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Table 8. Hypothesis Test (Indirect Effect)

Hipotesis Test Statistic S.E P-Value
Hg ' 3.747 ' 0.055 ' 0.000
H10 ' 3.589 ' 0031 ' 0.000
H12 ' -0.102 ' 0.001 ' 0918
H13 ' 0.301 ' 0.006 ' 0.763
H14 ' 0.305 ' 0071 ' 0.760

Source : Data Processed AMOS (2023).

effective, and efficient Sharia banking service. @5 is consistent with slgs (Biischgens et al.,
2013; Wang & Wang, 2012) indicating that organizational innovation has a major impact on
knowledge sharing.

Competency has a strong favorable influence on employee performance, according to hypoth-
esis 6. This suggests that the higher the expertise of Islamic banking workers, the higher their
performance. The working term of Islamic banking workers in this research spans from 2-8 years,
which is regarded adequate to offer extra work experience and skills to Islamic banking employees
in accomplishing their daily chores and job. Organizations may increase employee performance by
providing the required training and development. Islamic banking engages in a variety of skill
enhancement programs, including: Islamic banking gives training and development to its staff in
order to increase their expertise. Internal or external training is provided by conducting training
inside the organization or sending staff to external training. This training may cover a d variety
of subjects, including risk management, Sharia law, and Sharia money. The findings of this study
are consistent with previous research (Hamzah, 2021; Suhadi et al., 2019), which indicates that
competency plays a vital role in increasing employee performance.

Hypothesis 7 demonstrates that Islamic unizutionul culture has a strong beneficial influence
on employee performance, implying that the more Islamic the organizational culture in Islamic
banking (Kolibacova, 2014; Yusuf et al., 2023), the better employee performance. Because Islamic
banking is founded on sharia principles or Islamic law, Islamic organizational culture is critical. This
has an impact on how Islamic banking runs and is responsible to clients, staff, and society as
a whole. This study’'s findings are consistent with prior research (Blazquez Puerta et al., 2022;
Kolibacova, 2014) that indicates that Islamic company culture has a substantial impact on
employee performance. Employees are encouraged to adopt solid work ethics and high integrity
in all parts of their job in an Islamic company culture. Furthermore, employees who are led by fair
and competent leaders would feel more driven and enthusiastic about their professions, which will
improve their performance (Hamzah, 2021; Kumar et al., 2022).

According to Hypothesis 8, organizational innovation has a substantial impact on employee
performance, which indicates that the better the innovations carried out by Islamic banking
companies, the higher the employee performance. Organizational innovation may help Islamic
banking react to market changes by creating a more dynamic and productive work environment.
According to this report, Islamic banking is presently incorporating technological innovation into its
commercial operations. This may help workers concentrate on more vital duties by reducing their
burden. Organizational innovation may also assist Islamic banking in improving customer service
quality. Employees with access to ing-edge technology may deliver quicker, more effective,
and efficient service. The findings of this study are consistent with previ tudies (Biischgens
et al., 2013; Wang & Wang, 2012) indicating that organizational innuvmiunﬁu major impact on
employee performance.

Hypothesis 11 demonstrates that information sharing has no meaningful 92& on employee
performance. According to study (Abbas et al., 2019; Lee & Hidayat, 2018; Wang & Wang, 2012),
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information sharing has a considerable impact on employee performance. As for the reasons in

this resggmch, information sharing is not a big element in promoting employee performance. This is
due to the fact that the majority of respondents in this study are of productive age, single, and
have had enough work experience to understand their tasks and job. That is, Islamic banking
personnel with these traits have excellent work excitement and zest for learning, so that they can
carry out their tasks and perform efficiently without or with knowledge exchange, with the support
of technical facilities that make their job simpler. The third reason is that work in the banking
industry is performed by each person as a normal task every day; as a result, workers are used to
executing it, therefore knowledge sharing is ineffective in this scenario.

The findings on hypotheses 9 and 10 about the mediating function of organizational innovation
reveal that the hypothesis may be accepted, implying that organizational innovation can operate
as a mediator for competency and Islamic organizational culture in impacting employee perfor-
mance. Organizational innovation in Islamic banking may aid in the implementation of Islamic
ideals and principles in all business processes and banking operations. This may boost the perfor-
mance of Islamic banking staff since they will feel more connected and accountable for their job
(Hussain et al., 2016). Furthermore, organizational innovation may assist increase the competency
of Islamic banking staff by providing training and developing skills relevant to the Islamic banking
industry. Employees will be able to carry out their jobs and obligations more effectively and
efficiently if their c etency is increased (Liao et al., 2007). Thus, organizational innovation has
the potential to be the key to success in influencing the performance of Islamic banking personnel
and boosting Islamic banking’s competitive edge in the global market.

The findings of hypotheses 12, 13, and 14 examining the joting role of knowledge sharing
revealed that no mediation role was discovered in mediating the impact of competency, Islamic
organizational culture, and organizational innovation on employee performance. In general,
knowledge sharing is a process in which people or organizations exchange information, experi-
ences, and abilities in order to improve understanding and aptitude in an area. However, although
information sharing may be very beneficial to firms, it cannot always mitigate the impact of
competency, Islamic corporate culture, and organizational innovation on employee success.
Several reasons may contribute to this, including variances in employee talent and experience
(this can also be seen from differences in levels of education and also work experience of employ-
ees). While information sharing may help eliminate employee competency and skill gaps, it does
not always occur efficiently. Employees with greater experience or better ability may be hesitant to
share their knowledge and skills with less competent coworkers (Suhadi et al., 2019). Employees
who lack incentives to share information are frequently more focused on their own duties and may
not believe they have enough incentives to share knowledge with their colleagues. As a result, an
adequate incentive or reward system is required to motivate staff to engage in knowledge sharing
activities.

The theoretical implications of this research contribute to the development of the concept of
human resources through the important role of organizational innovation. In this study it is proven
that organizational innovation is able to mediate the effect of competency and organizational
culture. Thi diation role also answers research results (Abbas et al, 2019; Lee & Hidayat, 2018)
which says that by sharing knowledge, employees can learn new ideas and technologies that can
open up new job possibilities, be more creative and innovative in their work, and enhance their
ability to develop new solutions to existing problems. The practical implications of this research
are: 1) For Islamic banking management, it is necessary to provide sufficient support and budget
for innovation initiatives. Investments in technology of Islamic Banking such as development of
a digital banking platform that allows customers to access accounts, conduct transactions, trans-
fer funds and make payments easily through an app or website will help strengthen an organiza-
tion’s innovation capabilities. 2) For employees, Islamic Banking employees need to be included in
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training and development programs that focus on developing competencies relevant to their roles.
This can improve their skills in innovating and taking on new challenges. 3). For customers and
@er stakeholders, organizational innovation can produce sharia banking products and services
that are more innovative, efficient and relevant to customer needs. This will enhance the customer
experience and strengthen the relationship with the bank.

6. Conclusion 53
From the results of this study it can be concluded that competency, and Islamic organizational
culture have gpggignificant positive effect on organizational innovation, Organizational
Innovation has a significant positive effect on knowledge sharing, and competency, Islamic
Organizational Culture and Organizational innovation have a significant effect on employee
rformance. Meanwhile, Competency and Islamic Organizational Culture do not have
a significant effect on knowledge sharing and knowledge sharing does not have a significant
effect on employee performance. The i%ect effect test results show that organizational
innovation has a mediating role in the influence of competency and Islamic orgunizutiom
culture on employee performance. Meanwhile, knowledge sharing cannot act as a mediation o
the influence of competency, Islamic organizational culture and organizational innovgEn on
employee performance. From the findings of this study, Islamic banking in Pekanbaru, in order
to improve the performance of its employees, also improves strategies in creating innovations
in Islamic banking organizations because organizational innovation is an important key in the
findings of this research which is a driving force for increasing employee work competency and
organizational culture. Islam in Islamic banking. In terms of organizational innovation, the
existence of technologies in facilitating t rvice process can certainly help the effectiveness
and efficiency of employee work which will have an impact on improving employee perfor-
mance. The results of this study have answered the previous research gap which showed the
inconsistency of the relationship between competency and organizational culture on perfor-
mance. This gap through this research is proven to be mediated by organizational innovation
variables. In addition, this research also provides important findings in the strategy of increas-
ing human resources in Islamic banking based on Islamic principles through the role of Islamic
organizational culture.

The future research directions based on this study could be extensive and diverse. One of
the most crucial areas to explore would be potential antecedents that were not addressed in
this study but may ggnificantly improve its outcomes. For instance, leadership styles such as
servant leadership (Zoghbi-Manrique de Lara & Ruiz-Palom@Eg, 2019) and ethical or unethical
leadership (Ruiz-Palomino et al., 2021) have been found to have a positive impact on firm
outcomes and employee performance in previous studies. These aspects could serve as
mediators or predictors for many of the variables included in our current model, thus
warranting further investigation. In addition, future research could delve deeper into how
these potential antecedents interact with each other and with other factors included in our
model (Ruiz-Palomino et al., 2021). This could provide a more nuanced understanding of their
impacts on employee performance. Furthermore, it would be beneficial for future research to
consider these findings within different cultural contexts or even within non-Islamic banking
organizations. This can help assess the generalizability of our findings and provide valuable
insights into how competency, organizational culture, and innovation influence ployee
performance across various settings. Lastly, while knowledge sharing was not found to
have a significant effect on performance in this study’s context, it is important for future
studies to explore why this is so and under what circumstances this might change. There may
also be other forms or aspects of knowledge sharing that were not captured by our measures
but which might play a more influential role (Jiménez-Estévez et al., 2023; Ruiz-Palomino
et al, 2021). By investigating these areas further, we can continue to build upon our under-
standing of the complex relationships between competency, Islamic organizational culture,
organizational innovation, knowledge sharing and employee performance.

Page 22 of 25




Zulkifli et al., Cogent Business & Management (2023), 10: 2273609
https://doi.org/10.1080/23311975.2023.2273609

Author details

Zulkifli Zulkifli*

E-rnail: zulkifli_rusby@fis.uir.ac.id

Astri Ayu Purwati®

Nicholas Renaldo?

Zulfadli Hamzah?

Muhammad Luthfi Hamzah®

' Department of Manogement, Universitas Islam Riou,
Riau, Indonesia.

* Department of Management, Institut Bisnis dan
Teknologi Pelita Indenesia, Indonesia.

ment of Information Science, Universitas Islam
geri Sultan Syarif Kasim Riou, Riau, Indonesia.

isclosure statement
Ne potential conflict of interest was reported by the author(s).

Citation information

Cite this article as: Employee performance of Sharia Bank
in Indenesia : The mediation of erganizational innovation
and knowledge sharing, Zulkifli Zulkifli, Astri Ayu Purwati,
Nicholas Renaldo, Zulfadli Homzah & Muhammad Luthfi
Hamzah, Cogent Business & Management (2023), 10:
2273609,

References

Abbas, 1, Hussain, 1., Hussain, 5., Akram, 5., Shaheen, 1, &
Niu, B. (2019). The impact of knowledge sharing and
innovation on sustainable performance in Islamic
banks: A mediation analysis through a SEM approach.
Sustainability, 11(15), 40-49. https://doi.org/10.3390/
sul1154049

Afif, M., Mariyanti, T, Septiani, M., & Dolan, E. (2023). Factor
affecting employee motivation to increase performance
of Sharia Bank in Indonesia on islamic perspective.
APTISI Transactions on Management (ATM), 7(2), 131-
142. https://doi.org/10.33050/atm.v7i2.1860.

Amiri, 5. R. 5, Qayoumi, A. A, & Soltani, M. (2017). Study
the relationship between organization culture and
employee's creativity in cultural organizations:

A case study. Oman Chapter of Arabian Joumal of
Business and Management Review, 6(10), 1-8. https://
doi.org/10.12816/0037563

Anshori, A. 5., Mukhsin, M., Suhendra, I, Haryadi, D.,
Sultan, U., & Tirtayasa, A. (2022). Accuracy of com-
pensation and competency improvement in improv-
ing performance, knowledge sharing as an
intervening variable. Enrichment:
Joumnalofmanagement, 12(3), 2201-2209.

Asad, M., Ahmad, L, Haider, 5. H., & Salman, R. (2018).

A critical review of Islamic and conventional banking
in digital era: A case of Pakistan. International
Journal of Engineering and Technology, 7(4.7), 57-59.
https://doi.org/10.14419/ijet.v7i4.7.20382

Asad, M., Asif, M. U,, Bakar, L. J., & Sheikh, U. A, (2021).
Transformational leadership, sustainable human
resource practices, sustainable innovation and per-
formance of SMEs. In 2021 Intemational Conference
on Decision Aid Sciences and Application (DASA) (pp.
797-802). IEEE. httpsi//doi.org/10.1109/DASAS3625.
20219682400

Asif, M. U, Asad, M., Kashif, M., & Hag, A. U. (2021).
Knowledge exploitation and knowledge exploration
for sustainable performance of SMEs. In 2021 Third
Intemational Sustainability and Resilience
Conference: Climate Change (pp. 29-34). IEEE. https://
doi.org/10.1109/IEEECONF53624.2021.966813

Athari, 5. A, (2022). Examining the impacts of envir-
onmental characteristics on shariah-based bank's
capital holdings: Role of country risk and

- cogent -business & management

governance quality. The Economics and Finance
Letters, 9(1), 99-109. https://doi.org/10.18488/29.
v9i1.3043

Athari, 5. A, Adaoglu, C., & Bektas, E. (2016). Investor
protection and dividend policy: The case of Islamic
and conventional banks. Emerging Markets Review,
27, 100-117. https://doi.org/10.1016/j.ememar.2016.
04.001

Athari, 5. A, & Bahreini, M. (2023). The impact of external
governance and regulatory settings on the profit-
ability of Islamic banks: Evidence from Arab markets.
International Journal of Finance and Economics, 28
(2), 2124-2147. https://doi.org/10.1002fijfe.2529

Bernanthos, B. (2018). Employees' performance in islamic
banking. ERSJEuropean Research Studies Joumnal, XXI
(1), 3131-4242. https://doi.org/10.35808/ers}/927

Bilal, Z. 0., & Sulaiman, M. A. (2021). Factors persuading
customers to adopt Islamic banks and windows of
commercial banks services in sultanate of Oman.
Review of International Geographical
Education(rigeo), 11{4), 651-660. https://doi.org/10.
33403/rigeo.800679

Blazquez Puerta, C. D., Bermudez-Gonzdlez, G., & Soler
Garela, L P. (2022). Human systematic innovation
helix: Knowledge management, emotional intelli-
gence and entrepreneurial competency.
Sustainability, 14(7), 1-21. https://doi.org/10.3390/
sul&074296

Biischgens, T., Bausch, N. N, & Balkin, D. B. (2013).
Organizational culture and innovation: A
meta-analytic review. Journal of Product Innovation
Management, 30(4), 763-781. https://doi.org/10.
1111/jpim.12021

Candra, W., Tubastuvi, N., Santoso, 5. B, & Haryanto, E.
(2022). Analysis of the Islamic leadership, Islamic
work ethics and intellectual intelligence on employee
performance with Islamic organization culture as
moderated variables. Joumnal of Islamic Economic
and Business Research, 2(1), 1-14. https://doi.org/10.
18196/jiebrv2i1.21

Chang, Y.-Y., Hodgkinson, L, Hughes, P., & Chang, C.-Y.
(2019). The mediation between participative leader-
ship and employee exploratory innovation:
Examining intermediate knowledge mechanisms.
Leadership & Organization Development Joumnal, 40
(3), 334-355. https://doi.org/10.1108/LODJ-07-2018-
0245

Ekawati, E., Bangsawan, 5, Yuliansyah, Y., Razimi, M. 5., &
Lindrianasari, L. (2019). Crganization culture oriented
on Islamic principle and company performance.
Review of Integrative Business and Economics
Research, 8(4), 301-312.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural
equation models with unobservable variables and
measurement error. Journal of Marketing Research,
18(1), 39-50. https://doi.org/10.2307/3151312

Hamzah, M. F. (2021). The influence of competency
towards the performance of Islamic banking industry
in Malaysia. Turkish Journal of Computer and
Mathematics Education, 12(3), 1252-1262. httpsi//
doi.org/10.17 762/turcomat.v12i3.883

Hamzah, Z., & Basri, Y. Z. (2021). The influence of Islamic
leadership and Islamic work ethics on employee
performance of Islamic banks in Riau province
mediated by Islamic organizational culture.
International Journal of Islamic Business &
Management, 5(1), 23-34. https://doi.org/10.46281/
ijibmysil.1136

Hamzah, N., Ishak, N. M., & Nor, N. I. M. (2015). Customer
satisfactions on Islamic banking system. Journal of

Page 23 of 25




Zulkifli et al., Cogent Business & Management (2023), 10: 2273609 O.:k-: Cogent .- bus[ ness & mana geme nt

https://doi.org/10.1080/23311975.2023.2273609

Economics, Business and Management, 3(1),
140-144. https:/fdoi.org/10.7763/joebm.201553.170

Hassan, M. K., & Aliyu, 5. (2018). A contemporary survey
of Islamic banking literature. Journal of Financial
Stability, 34, 12-43. https://doi.org/10.1016/)jfs.2017.
11.006

Heksarini, A. (2018). Knowledge Management capabilty to
organizational innovation study at Indonesia Islamic
banking. Proceedings of the Mulawarman
Intemational Conference on Economics and Business
(MICEB 2017), 35, 193-200. Atlantis Press. https://doi.
orgf10.2991/miceb-17.2018.30

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new
criterion for assessing discriminant validity in
Variance-based Structural Equation Modeling.
Joumal of the Academy of Marketing Science, 43
(1), 115-135. https://doi.org/10.1007/511747-014-
0403-8

Hussain, K., Konar, R, & Ali, F. (2016). Measuring service
innovation performance through team culture and
knowledge sharing behaviour in hotel services: A PLS
approach. Procedia - Social & Behavioral Sciences, 224
(August 2015), 35-43. https://doi.org/10.1016/j.
sbspro.2016.05.397

Ibrahim, A. L, & Kamri, N. . (2017). The commitment to
Islamic work ethics among Islamic banking employ-
ees in Aceh. Jumal Syariah, 24(1), 93-114. https://doi.
orgf10.2245 2fjs.vol 24no 1.4

Jarah, B. A. F., Zageeba, N, Al-Jarrah, M. F. M., Al
Badarin, A. M., & Almatarneh, Z. (2023). The mediat-
ing effect of the internal control system on the rela-
tionship between the accounting information system
and employee performance in Jordan Islamic banks.
Economies, 11(3), 77. httpsi//doi.org/10.3390/
economies11030077

Jiménez-Estévez, P., Yafez-Araque, B., Ruiz-Paloming, P, &
Gutiérrez-Broncano, 5. (2023). Personal growth or ser-
vant leader: What do hotel employees need most to be
affectively well amidst the turbulent COVID-19 times?
Technological Forecasting and Social Change, 190,
122410. httpsd/doi.org/10.1016/j.techfore.2023.122410

Kolibdcova, G. (2014). The relationship between compe-
tency and performance. Acta Universitatis
Agriculturae et Silviculturae Mendelianae Brunensis,
62(6), 1315-1327. https://doi.org/10.11118/
actaun201462061315

Kumar, M., Mamgain, P., Pasumarti, . 5., & Singh, P. K.
(2022). Crganizational IT support and knowledge
sharing behaviour affecting service innovation per-
formance: Empirical evidence from the hospitality
industry. VINE Journal of Information and Knowledge
Management Systems. https://doi.org/10.1108/
VIIKMS-07-2021-0124

Kuzu, 0. H., & Ozilhan, D. (2014). The effect of employee
relationships and knowledge sharing on employees’
performance: An empirical research on service
industry. Procedia - Social & Behavioral Sciences, 109,
1370-1374. https:/fdoi.org/10.1016/j.sbspro.2013.12.
639

Lee, C.-W., & Hidayat, N. (2018). The influence of knowl-
edge sharing on service innovation performance: An
empitical study on hotel in North Borneo, Indonesia.
Eurasian Journal of Business and Management, 6(2),
23-32. https://www.proquest.com/scholarly-journals
finfluence-knowledge-sharing-on-service-innovation
Idocview/2214892424/se-2

Lestari, S. P. P., & Guritno, A. (2021). Factors affecting the
performance of Islamic banking employees. Velocity:
Journal of Sharia Finance and Banking, 1(1), 88-97.
https://doi.org/10.2 8918/ velocity.v1i1.3755

Liao, 5. H., Fei, W. C, & Chen, C. C. (2007). Knowledge
sharing, absorptive capacity, and innovation cap-
ability: An empirical study of Taiwan's knowledge-
intensive industries. Journal of Information Science,
33(3), 340-359. https://doi.org/10.1177/
0165551506070739

Mawad, J. L., Athari, 5. A., Khalife, D., & Mawad, N. (2022).
Examining the impact of financial literacy, financial
self-control, and demographic determinants on indi-
vidual financial performance and behavior: An insight
from the Lebanese crisis period. Sustainability, 14
(22), 1-17. https://doi.org/10.3390/5u142215129

Mustika, H., Eliyana, A., Agustina, T. 5., & Ratnasari, R. T.
(2020). Determinants of innovation capability in the
Islamic banking. Systematic Reviews in Pharmacy, 11
(3), 382-387. https://doi.org/10.5530/5rp.2020.3.47

Nurdin, M., & Yusuf, K. (2020). Knowledge management
lifecycle in islamic bank: The case of syariah banks in
Indonesia. Intemnational Journal of Knowledge
Management Studies, 11(1), 59-80. https://doi.org/10.
1504/1JKM5.2020.105073

Robbie, R. I, & Movianti, K. R. (2020). Exploring the role of
religiosity in moderating employee commitments in
Islamic banking (study at Sharia banks in east java,
Indonesia). Tsagafah, 16(1), 21. https://doi.org/10.
21111/tsagafahv16i1.3695

Rofifah, 5., Sirojuddin, A., Ma'arif, M. A., Mujtaba, M., &
Zuana, M. (2019). The influence of organizational
culture and work motivation on Teacher perfor-
mance at the International standard school,
Amanatul Ummah Mojokerto. Nidhomu! Hag: Jumnal
Manajemen Pendidikan Islam, 6(1), 27-40. https://doi.
orgf10.31538/ndh.v6i1.899

Ruiz-Palomino, P., Gutiérrez-Broncano, 5., Jiménez-
Estévez, P., & Hernandez-Perlines, F. (2021). CEO
servant leadership and strategic service differentia-
tion: The role of high-performance work systems and
innovativeness. Tourism Management Perspectives,
40, 100891. https://doi.org/10.1016/j.tmp.2021.
100891

Sarmad, M., Igbal, R., Ali, M. A., & Ul Hag, A. (2018).
Unlocking spirituality at workplace through islamic
work ethics: Analyzing employees’ performance in
islamic banks. Journal of Islamic Business and
Management, 8(2), 520-537. https://doi.org/10.
26501/jibm/2018.0802-011

Shaikh, M. R., Tunio, R. A., & Shah, 1. A. (2017). Factors
affecting to employee's performance. A study of
islamic banks. International Journal of Academic
Research in Accounting, Finance and Management
Sciences, 7(1), 312-321. https://doi.org/10.6007/
LJARAFMS/T-i11/2722

Sopiah, S., Kamaludin, M., Mamang Sangadji, E., & Shandy
Narmaditya, B. (2021). Organizational culture and
employee performance: An empirical study of
Islamic banks in Indonesia*. Journal of Asian Finance,
8(6), 1-12. https://doi.org/10.13106/jafeb.202 1.vol 8.
no6.0335

Suhadi, A, Titisari, P., & Setyanti, 5. W. L. H. (2019). The
effect of competency on employee performance with
mediation of work motivation. Ijciras, 2(3), 29-33.
http:/fwww.ijciras.com/Users/ManuScript/
ManuScriptDetails/od 7050 8e-9 2dd-4d e3-996f-
92bedS766a44

Suhandiah, S., Suhariadi, F., Yulianti, P., & Abbas, A
(2023). Autonomy and feedback on innovative work
behavior: The role of resilience as a mediating factor
in Indonesian Islamic banks. Cogent Business &
Management, 10(1), 1-17. https://doi.org/10.1080/
23311975.2023.2178364

Page 24 of 25




Zulkifli et al., Cogent Business & Management (2023), 10: 2273609
https://doi.org/10.1080/23311975.2023.2273609

Sumbal, M. 5., Ali, M., Sahibzada, U. F,, Mir, F. N, Tariqg, A.,
& Munir, H. (2021). Big data based knowledge
Management vs. Traditional knowledge
Management: A people, process and technology
perspective. Journal of Information Science &
Engineering, 37(5), 1053-1065. https://doi.org/10.
6688/JISE.202109_37(5).0005

Swanson, E, Kim, S, Lee, 5. M,, Yang, J. 1, & Lee, Y. K.
(2020). The effect of leader competencies on knowl-
edge sharing and job performance: Social capital
theory. Journal of Hospitality & Tourism Management,
42(September 2019), 88-96. https://doi.org/10.1016/
j.jhtm.2019.11.004

Tarigan, N., & H. 5.-B. L R.,,. (2020). Undefined the effect of
employee competency on increasing employee
motivation in Sumut bank of Sharia Unit, north
sumatera. Budapest International Research and
Critics Institute (BIRCI-Journal): Humanities and Social
Sciences, 3(2), 858-867. https://doi.org/10.33258/
birciv3i2.913

Tipu, N. A A, (2014). Employees' involvement in develop-
ing service product innovations in Islamic banks: An
extension of a concurrent staged model.
Intemational Journal of Commerce & Management,
24(1), 85-108. https://doi.org/10.1108/1JCoMA-09-
2013-0095

Wang, Z., & Wang, N. (2012). Knowledge sharing, inno-
vation and firm performance. Expert Systems with
Applications, 39(10), 8899-8308. https://doi.org/10.
1016/j.eswa.2012.02.017

Wibowo, D. Y. A, Muljono, P, & Sumertajaya, I M.
(2021). Analysis of the effect of knowledge
Management, competency, and innovation on
employee performance. jumal aplikasi manajemen,

- cogent -business & management

19(4), 804-811. https://doiorg/10.21776/ub.jam.
2021.019.04.09

Wulandari, W. D. (2021). Linking person job Fit, person
organization Fit and organizational culture to
employee performance in Islamic banks: The med-
iating role of job motivation. Journal of Islamic
Economic and Business Research, 1(2), 125-139.
https://doi.org/10.18196/jiebrv1i2.17

Wusqo, U., Salahuddin, M., & Nafi'hasbi, M. Z. (2022). Skill,
professionalism, and achievement of the Islamic
bank employee in Ntb, Indenesia. Jurnal Tabarru’:
Islamic Banking and Finance, 5(1), 207-215. https://
doi.org/10.25299/jth.2022.vol5(1).9397

Younas, M., & Bari, M. W. (2020). The relationship between
talent management practices and retention of gen-
eration 'Y' employees: Mediating role of competency
development. Economic Research-Ekonomska
Istrazivanja, 33(1), 1330-1353. https://doi.org/10.
1080/1331677X.2020.1748510

Yusuf, R. M., Hamid, N., Ratna, A, & Dewi, 5. (2023). Can
employee competency engage Islamic. Banking
Customers?, 10(1), 11-22.

Zhao, 5., Jiang, Y., Peng, X., & Hong, J. (2021).
Knowledge sharing direction and innovation per-
formance in organizations: Do absorptive capacity
and individual creativity matter? European Journal
of Innovation Management, 24(2), 371-394,
https://doi.org/10.1108/EJIM-09-2019-0244

Zoghbi-Manrique de Lara, P., & Ruiz-Palomino, P.
(2013). How servant leadership creates and accu-
mulates social capital personally owned in hotel
firms. International Journal of Contemporary
Hospitality Management, 31(8), 3192-3211.
https://doi.org/10.1108/1JCHM-09-2018-0748

Page 25 of 25




COGENT

ORIGINALITY REPORT

15, 11« 8 A

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS STUDENT PAPERS

PRIMARY SOURCES

Submitted to Chester College of Higher 1
: <l
Education
Student Paper
. Stuart Gatehouse, William Noble. "The 1
2 . .. . <l1%
Speech, Spatial and Qualities of Hearing Scale
(SSQ)", International Journal of Audiology,
2009
Publication
www.isonderhouden.nl
Internet Source <1 %
. Seyed Alireza Athari, Mahboubeh Bahreini.
4 . <l%
"The impact of external governance and
regulatory settings on the profitability of
Islamic banks: Evidence from Arab markets",
International Journal of Finance & Economics,
2021
Publication
www.growkudos.com
Internet S?urce <1 %
H Submitted to Sriwijaya University <1 o
0

Student Paper



dspace.plymouth.ac.uk

Integet Souri?ey <1 %
uacq.b

E Interngt Sogce <1 %

n Submitted to Ghana Technology University <1 )

Y%

College
Student Paper
Submitted to Open University Malaysia

Student Paper p y y <1 %
eprints.utar.edu.m

IntErnet Source y <1 %
www.e-journal.ikhac.ac.id

Internet Sougce <1 %
Submitted to Abu Dhabi Universit

Student Paper y <1 %
e-jabt.or

Intgrnet Sourceg <1 %

Aslib Proceedings, Volume 65, Issue 6 (2013- <1 o
10-19)
Publication

Min, Wang Z., Kwek C. Ling, and Tan H. Piew. <1 o

"The Effects of Technological Innovation,
Organizational Innovation and Absorptive
Capacity on Product Innovation: A Structural



Equation Modeling Approach”, Asian Social
Science, 2015.

Publication

Rong Du, Lili Liu, Detmar W. Straub, Michael <1 o
B. Knight. "The impact of espoused national ’
cultural values on innovative behaviour: an
empirical study in the Chinese IT-enabled
global service industry", Asia Pacific Business
Review, 2016
Publication
Submitted to University of Dayton

Student Paper y y <1 %

Paresh Kumar Narayan, Dinh Hoang Bach <1 o
Phan. "A survey of Islamic banking and ’
finance literature: Issues, challenges and
future directions", Pacific-Basin Finance
Journal, 2017
Publication
ijomer.or

Iiternet Sourceg <1 %

iranarze.ir <1
Internet Source %
journal.feb.unmul.ac.id

{nternet Source <1 %

"State-of-the-Art Theories and Empirical <1 o

0

Evidence", Springer Science and Business
Media LLC, 2018



Publication

ublikasi.mercubuana.ac.id
IF:ternet Source <1 %
repository.smuc.edu.et
Interr)net Sourc';y <1 %
www.trijurnal.trisakti.ac.id
Internet Souche <1 %
journal.ipm2kpe.or.id
%nternet SourcE p <1 %
www.rsisinternational.org <1
Internet Source %
V. Shanujas, T. Radha Ramanan. "Do job <1 o
competencies influence the satisfaction of °
customers? An investigation in the
cooperative banking sector", International
Journal of Productivity and Performance
y
Management, 2021
Publication
aqgrise.ub.ac.id
Ingrnet Source <1 %
cris.brighton.ac.uk
Internet Sogce <1 %
repository.unsoed.ac.id
Inteﬁ’let Sourc';y <1 %

w
B

www.journal.staihubbulwathan.id



Internet Source

<1%

Frans Sudirjo, Arnold Sultantio Hutabarat, <1 o
Ratnawita, Zunan Setiawan, Rubait Dasururi. ’
"Analysis of the Influence of Banking Product
Knowledge on Intention to Use Banking
Products", JEMSI (Jurnal Ekonomi,

Manajemen, dan Akuntansi), 2023
Publication

Phong Ba Le, Hui Lei, Thanh Trqng Le, Jiexi <1 o
Gong, Anh ThiLan Ha. "Developing a
collaborative culture for radical and
incremental innovation: the mediating roles
of tacit and explicit knowledge sharing",

Chinese Management Studies, 2020
Publication

Phong Ba Le, Yen Hai Do. "Stimulating <1 o
innovation performance through knowledge- ’
oriented leadership and knowledge sharing:
the moderating role of market turbulence",
International Journal of Innovation Science,

2023

Publication
pcedonmalcom <7
Management Decision, Volume 51, Issue 4 <1 0%

(2013-05-27)

Publication



Submitted to Sultan Aqunqg Islamic Universit
Student Paper g g y <1 %
Submitted to Universitas Dian Nuswantoro
Student Paper <1 %
Wahyu Wastuti, Asyari Hasan. "Financial <1 o
Performance of Islamic Commercial Banks °
Before and During the Covid-19 Pandemic in
Indonesia", Indonesian Interdisciplinary
Journal of Sharia Economics (IIJSE), 2022
Publication
ijbmi.or
Iiternet Sour?e <1 %
Fariborz Rahimnia, Saeid Nosrati, Ghasem <1
. : %
Eslami. "Antecedents and outcomes of job
embeddedness among nurses", The Journal
of Social Psychology, 2021
Publication
Submitted to Universitas Bangka Belitun
Student Paper g g <1 %
Submitted to Universiti Malaysia Terengganu <1 o
UMT
Student Paper
text-id.123dok.com
Internet Source <1 %
Umaid A. Sheikh, Muzaffar Asad, Zahid <1 o

Ahmed, Umer Mukhtar. "Asymmetrical



relationship between oil prices, gold prices,
exchange rate, and stock prices during global
financial crisis 2008: Evidence from Pakistan",

Cogent Economics & Finance, 2020

Publication

Ientsejr;st&;itrecaesouth-institute.com <1 o
e usc.acc <Tw
ﬁmgéfuécz-conferences.org <1 o
X]\Q/r\{]\gimfrtjournalbms.org <1 o
Igntz;\rl;LeJt(;I;el\J.r:eistekbrin.go.id <1 o
e smpac.ac.(d <Tw
e ZaK . my <Tw
mgvm\:yéizcserevpharm.org <1 o
Chafic Saliba, Panteha Farmanesh, Seyed <1 o

Alireza Athari. "Does country risk impact the
banking sectors’ non-performing loans?



Evidence from BRICS emerging economies”,
Financial Innovation, 2023

Publication

Kaouther Jridi, Amel Chaabouni, Fatma Bakini,
Mayssa Harbaoui. "The effect of service
quality and religiosity on electronic word of
mouth through satisfaction in Islamic banking
in North Africa", International Journal of
Islamic Marketing and Branding, 2018

Publication

Ul
B

Submitted to Regenesys Business School
Student Paper

O
O

ajssmt.com

Internet Source

en.isarconference.org

Internet Source

Bl
—

journal-ems.com

Internet Source

o

2

mgesjournals.com

Internet Source

E
W

preview-

<1%

educationaltechnologyjournal.springeropen.com

Internet Source

(@)

N

gems.my.id

Internet Source

www.ajmse.leena-luna.co.jp

<1%



Internet Source

<1 %
WwWw.journalppw.com

E InternetSJource pp <1 %
1.m.growinqgscience.com

Internethource g <1 %

E Edi Purwanto, July Deviny, Ahmed M. <1 o
Mutahar. "The Mediating Role of Trust in the ’
Relationship Between Corporate Image,
Security, Word of Mouth and Loyalty in M-
Banking Using among the Millennial
Generation in Indonesia", Management &
Marketing. Challenges for the Knowledge
Society, 2020
Publication
docplayer.net

E InternQSoglrce <1 %
dspace.lboro.ac.uk

InterpnetSource <1 %
eproofing.springer.com

IntFe):rnetSourceg p g <1 %
erepository.uonbi.ac.ke:8080

InternEtSource y <1 %

ure-test.amc.nl
IF:ternet Source <1 %




repository.labora.ac.id

Inteﬁwet Sourcey <1 %

www.bircu-journal.com <1
Internet Source %
www.emeraldinsight.com

Internet Source g <1 %
www.grafiati.com

Internet S?urce <1 %
Aiza Yasmeen, Saran Khan Ajmal. "How

78 | . <l%
ambidextrous leadership enhances employee
creativity: aquantitative approach”, Evidence-
based HRM: a Global Forum for Empirical
Scholarship, 2023
Publication

Mohammed Majeed, Kwabena Ekremet, <1 o
Setsoafia-Tukpeyi Godwin. "Firm Focus, ’
Market Orientation and Firm Performance
within the Health Insurance Industry", Asia-
Pacific Management Accounting Journal, 2022
Publication

m Rini Lestari, Nurfahmiyati ., Magnaz Lestira <1 o

Oktaroza, Laila Asfari Nur Hasanah, Liliani
Sumarni Pratiwi, Zahra Kamila. "Effectiveness
of the Implementation of Islamic Work Ethics
(Core Values AKHLAK) at Bank Syariah
Indonesia (BSI) in Bandung in Improving



Employee Performance", KnE Social Sciences,
2023

Publication

Submitted to The University of Manchester

Student Paper y <1 %

Wiwin Yustina, Tulus Suryanto, Heni Noviarita, <1 y
Erike Anggraeni. "Analysis of Factors Affecting ’
Liquidity of Islamic Banking Listed on the
Indonesia Stock Exchange", Al-Kharaj : Jurnal
Ekonomi, Keuangan & Bisnis Syariah, 2021
Publication
bmcpsychology.biomedcentral.com

InternePSoalrce gy <1 %
dspace.spbu.ru

Integet Sourcep <1 %
eprints.upj.ac.id

IntErnet Sourcep-l <1 %
etds.lib.ncku.edu.tw

E Internet Source <1 %
ijaaf.um.ac.ir

I%ternet Source <1 %
immi.se

Internet Source <1 %

E internationaljournalcorner.com <1
Internet Source %




m media.neliti.com <1
Internet Source %

openaccessojs.com

Internet Source <1 %
penamillercom

Internet Source <1 %

repo.uum.edu.my <1 )
Internet Source /0
repository.uinsi.ac.id

Internet Source <1 %
repository.unair.ac.id

Internet Source <1 %

m sciencescholar.us <1
Internet Source %
v2.publishing-widyagama.ac.id

Internet Source <1 %
ww.jemi.edu.pl

m Internet Source <1 %
www.frontiersin.org

m Internet Source <1 %
www.repository.unipr.it

Internet Source <1 %
www.theseus.fi

101 Internet Source <1 %




102

Ayman Wael Alkhatib, Marco Valeri. "Can
intellectual capital promote the competitive
advantage? Service innovation and big data
analytics capabilities in a moderated
mediation model", European Journal of
Innovation Management, 2022

Publication

<1%

Nila Riska Ristanti, Elida Florentina Sinaga
Simanjorang, Christine Herawati Limbong.

"Analysis of The Factors Affecting The Interest
of Overseas Students In Choosing a Boarding

House", Munaddhomah: Jurnal Manajemen
Pendidikan Islam, 2023

Publication

<1%

Shagufta Zada, Jawad Khan, Muhammad
Zada, Imran Saeed, Zhang Yong Jun. "Does
Servant Leadership Enhance Employee
Creativity and Performance?", Journal of
Organizational and End User Computing,
2023

Publication

<1%

Tuga Mohamed AlOwais. "Influence of
Transformational Leadership Style on Global
Competitive Advantage through Innovation
and Knowledge", Modern Applied Science,
2018

Publication

<1%

ejurnal.stmik-budidarma.ac.id



Internet Source

<1%

Cem Isik, Ekrem Aydin, Tarik Dogru, Abdul
Rehman, Rafael Alvarado, Munir Ahmad,
Muhammad Irfan. "The Nexus between Team
Culture, Innovative Work Behaviour and Tacit
Knowledge Sharing: Theory and Evidence",
Sustainability, 2021

Publication

<1%

Seyed Alireza Athari. "The effects of
institutional settings and risks on bank
dividend policy in an emerging market:
Evidence from Tobit model", International
Journal of Finance & Economics, 2020

Publication

<1%

Exclude quotes Off Exclude matches Off

Exclude bibliography On



