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ABSTRACT
So far, the rapid development of Islamic banking has not been supported by
competent resources according to Islamic principles. The resources contained in
Islamic banking so far have been a shift from conventional banking, resulting in
the incompetence of these resources in Islamic banking. This study aims to
analyze the optimization of human resource management in Islamic banking
following Islamic principles. The method in this research is descriptive analysis
with a qualitative approach. The analysis uses deductive and inductive techniques
from various published literature. The results of the study show that human
resources in Islamic banking are not yet optimal. The development and
development of available resources must align with the position, training, and
development of attitudes and managerial skills instilled with Islamic financial and
ethical principles. Islamic banking must cooperate with universities in the
coaching process to absorb potential resources with added value and have Islamicbased competencies.
Keywords: Optimization, Human Resource Management, Islamic Banking.

INTRODUCTION
The banking sector has a strategic role in supporting national development,
leading to increased equity in development and results. This achievement is
inseparable from the significant expansion of the office network and Islamic
banking services, which are supported by, among others, Islamic banking
infrastructure, promotion strategies, and public education in the Islamic banking
sector, which are pursued through coordination/synergy between Bank Indonesia
and actors (Bank Indonesia 2012). In line with the condition of the national
banking industry, the slowdown in economic growth has also affected the growth
rate of Islamic banking. Islamic banking assets consisting of Islamic commercial
banks, Islamic business units and Islamic rural banks were recorded at IDR 248.1
trillion in 2013 or grew 24.2% (YoY), lower than the previous year’s growth
(34.0%, YoY). Despite the slowdown, the growth of Islamic banking assets was
higher than the growth of banking assets nationally, the share of Islamic banking
as a whole by including Islamic people’s credit bank to the national banking
industry increased by 4.61% to 4.93% (Melis 2019).
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The advancement of human civilization is the fruit of human creativity and
innovation. The decline in the quality of the environment is also caused by human
carelessness and greed (Firdiansyah, Rosidi, and Nur Iman 2021). In a narrower
scope, for example, in a company, human or human resource factors remain the
key to the company’s progress. A banking industry system that applies digital
technology, sufficient capital, the best working methods, well-implemented
marketing strategy management, and supported by a potential market will be
meaningless if the human aspect does not function properly (Rozalinda 2016).
High-tech machines will only operate well if they are run by skilled operators and
master the workings of these machines. Abundant capital or funds will only be
optimally valuable if managed by a financial manager who is reliable in managing
finances. The potential market can only be worked on and controlled by the
company if the marketing manager can design marketing programs that touch
hearts and foster consumer interest; on the other hand, he must manage marketing
amid a flood of competing company products. For a while, some of the things
above have shown how the human resource factor is crucial to be appropriately
managed in every organization, including business organizations/companies.
Human resources have an important role in the development of the Islamic
banking business. Until now, the assets of the Islamic banking industry still have a
market share of below 4% compared to the entire national banking system. The
development of the Islamic banking business is still not proliferating in Indonesia
because problems hinder the Islamic banking business. Three significant problems
hinder business development in Islamic banking (Ramadani 2019). The first
problem is the lack of product availability and standardization of Islamic banking
products. Second, the lack of understanding (awareness) of Islamic bank products
and terms in Islamic banking. The third problem is human resources. The problem
is that it is difficult for banks to find competent and qualified Islamic banking
human resources. They take a lot of Islamic banking human resources from
conventional banking and potential human resources. Very few human resources
are taken from Islamic college graduates; this is the anxiety of players in
Indonesia’s Islamic banking financial institution industry.
Cooperation between the world of education and the banking industry still
lacks because Link And Match have not yet fully occurred. In addition,
investment in education and development recruitment to provide ready-to-use
bankers is still quite expensive. The problem of human resources in Islamic
banking is a problem that needs to be resolved together. The problem of Human
Resources in Islamic banking is that there is no cooperation between academics
and practitioners in producing Human Resources. In fact, with this, we can
produce quality human resources for the needs of the Islamic banking industry in
Indonesia. The absence of a link and match between education and Islamic
banking will affect the literature, lecturers or researchers, and practitioners of
Islamic economics in Indonesia. Research and development that has been done
will be redundant. These problems have caused human resources in Islamic
banking to be less competent in Islamic finance principles and business. This
study aims to analyze the optimal empowerment of human resources with efficient
recruitment, training, and developmental mechanisms following Islamic
principles.
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LITERATURE REVIEW
Human Resource Management
Human asset the executives is a vital piece of authoritative administration
assignments. How well human resources (HR) is overseen will decide the
accomplishment of the association later on. Then again, if HR is not overseen
appropriately, viability will not be accomplished. Human Resource is quite
possibly the most indispensable component for the association. This happens
because, first, HR significantly influences the productivity and adequacy of the
association; HR plans and delivers labor and products, screens quality, markets
items, dispenses monetary assets, and decides every authoritative objective and
methodologies. Second, HR is the association’s actual cost in maintaining a
business. Due to the significance of HR the board, in case it is overlooked, the
association will not prevail with regards to accomplishing its objectives and
destinations (Hidayati 2015).
One of the significant issues that need consideration is the nature of HR.
The job of HR is highly vital as the agent of organization capacities, precisely
arranging, coordinating, authority, and management just as carrying out
organization tasks, like promoting, creation, exchange, industry, money, and
administration (Cahyani 2017). All administrators should be associated with the
HR cycle in an incorporated way. In accomplish the arranged objectives during
the time spent getting sorted out, chiefs designate hierarchical assets as per the
plans that have been made dependent on an authoritative construction, relegate
specialists and obligations, enlist and select, direct preparing and advancement,
and spot HR in the correct positions. These are getting sorted out exercises bring
forth HR management (Istikhomah, Ngadiman, and Sohidin 2014).
HR the executives is the way toward drawing in, creating, and keeping a
labor force. HR the executives is an interaction and work to enlist, create, propel,
and assess the general HR required by the organization in accomplishing its
objectives. Subsequently, the exercises in HR the executives start from choosing
any individual who has the capabilities and has the right to possess a situation in
the organization (the right man on the opportune spot) to prepare and foster
representatives. HR the executives is a constant interaction that follows the
organization’s functional cycles, so thoughtfulness regarding HR possesses an
exceptional spot in the organization’s association. Along these lines, in HR, the
board, workers are the principal resources of the organization that should be kept
up with appropriately, so the factor of worry in HR, the executives, is simply the
human (Jusmaliani 2011).
Individual Competence and Management
Competence is a complex set of productive elements such as expertise and
skills in the organization that distinguishes it from competitors are all capabilities
possessed by humans (Sumardjo and Priansa 2018). There are three indicators of
individual competence based on Islamic values consisting of: (1) Islamic character
in the form of moral ethics, responsibility, emotional intelligence, spiritual,
intellectual, and commitment; (2) knowledge of banking is manifested in
operational aspects and knowledge of Islamic banking; and (3) Skills in analytical,
communication, and managerial skills (Rahmawati 2020).
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Individual competencies should be in line with management competencies.
According to Slocum, Hellriegel, and Jackson (2008), competency management
(Competency based on management) is a management approach by integrating
management principles into human resource management activities that are faced
with a series of agreed competencies such as job design, recruitment, selection,
performance appraisal, compensation, analysis of training, development,
succession planning, rotation, demotion, and promotion according to the agreed
competencies which of course support the vision, mission and values of the
organization. So, in Islamic banking, management competence is adjusted to
individual competence based on Islamic business values (Sari, Muhtadi, and
Mansur 2020).
Celestial Management Theory as the Basis for Islamic Business Values
Celestial management theory is a heavenly theory whose source is from
the creator who asserts that all management activities, be it business or state, must
be based on spiritual values. These values give a much better meaning than just
worldly values. The concept of celestial management consists of three major parts,
namely worship (as a place of worship), warfare (war/struggle), and wealth
(welfare) (Harahap 2016).
The first main factor, worship (worship), is the first value that becomes a
reference in doing business. This value is reduced to ZFCR (zero-based, faith,
consistent, and result oriented). Zero-based understanding is that an employee
who works must have clarity in viewing his work, resulting in the success of the
task being carried out. Faith means that every individual in the organization has a
sure faith in God’s promise/strong monotheism. Consistent, explaining that
workers in the organization to always istiqamah in achieving organizational
targets and result oriented, indicating that in the organization, every human being
or employee must prioritize achieving targets in the business (Harahap 2016).
The next factor is wealth, which is the second value in business as a
prosperous environment and as a place of fair distribution both materially and
non-materially. The division of work types must be fair following the description
and expertise of each employee. Welfare values contain power, information,
knowledge, and reward values (PIKR). Understanding power (strength), is that
undivided power will be easily exploited by one party. For this reason, it is
necessary to share power (teamwork) to facilitate work between employees.
Regarding Information, explaining that the business environment must be
transparent, all workers can access it in the business environment. Knowledge
obtained by superiors or leaders in a good part of the work that comes from
training and development programs should be redistributed to subordinates and
vice versa. The last is an understanding of reward, in the form of compensation
received by workers in the company must be divided fairly according to the
results of their work (Latifah and Ritonga 2020).
The last factor, which is the third value in the concept of sky management,
is warfare. The understanding of war or struggle in this theory is related to the
scope of business as a place of war/struggle for each individual in upholding a
system of justice and welfare for all people. There are four attributes in warfare’s
value, including MICR (militant, intellectual, competitive and regenerative). The
first attribute is militant, meaning that every worker in the business environment
pISSN 2721-6241
eISSN 2721-7094

https://ejournal.stiesyariahbengkalis.ac.id/index.php/jps

153

JPS (Jurnal Perbankan Syariah)
Oktober 2021, Vol.2, No.2: 150-164

must have a high spirit as a fighter who is willing to fight for what he believes in
solely to gain the pleasure of Allah. Furthermore, intellectuals, workers in
companies or organizations must be able to use their minds (intellect), think ahead
or go forward and positively advance themselves and the institution where they
work. Next is the competitive attribute, which can be interpreted as the ability of
workers to compete in a healthy, competent manner and can advance the business
to gain a competitive advantage. and the last attribute of warfare is Regenerative,
which is a continuous process in maintaining and passing on the values of zikr,
power, information, knowledge, and reward values (PIKR), militant, intellectual,
and competitive to the next generation in order to achieve competitive advantage
and under Islamic law (Harahap 2016).
Problems with Islamic Financial Institutions
The success of Islamic banks in collecting public funds is closely related
to the ability of Islamic banks to reach the location of their customers. The more
branch offices, the greater the number of people who save funds or do financing in
Islamic banks. The potential and prospects of Islamic banking seem very good to
be developed in Indonesia. Several things at least mark this good prospect. First,
the majority of the Muslim population in Indonesia is a potential market for the
development of Islamic banks. Second, the development of higher education
institutions that provide education in Islamic economics and finance is
increasingly rapid. Third, there is a fatwa from the Indonesian Ulema Council
(IUC) regarding the prohibition of bank interest. Fourth, the government to
support the development of Islamic banks is quite positive with the issuance of
several regulations and laws regarding Islamic banking (Nafisah 2020). The
growth of Islamic financial institutions in the country, which is quite encouraging,
is not without facing various problems. Lack of socialization and poor
understanding of the community about the products and services of Islamic
financial institutions, there is a stigma that says that sharia is only for Muslims,
the limited number of workers or competent human resources, and a myriad of
other problems.
Riba and Islamic Financial Institutions
Islam is comprehensive teaching. Islam regulates things that are worship
and matters relating to the relationship between humans and other creatures. The
goal is that human duties as servants of Allah and caliphs can be carried out
perfectly. One aspect that arises in human relations is the economic aspect. Islam
provides clear rules in terms of the economy, one of which is the prohibition of
usury. Riba is etymologically synonymous with Ziyadah, which means additional.
Riba, if interpreted linguistically, means to grow and enlarge. Meanwhile,
according to technical terms, usury is an additional taking from primary assets
(capital) in vanity (Rozalinda 2016).
Islam strictly prohibits the practice of usury in accordance with the
following verseَ of the Qur’an in Surah Al-Baqarah verse 275:
ذ َ َۡ ُ ُ َ ّ َْٰ َ َ ُ ُ َ ذ َ َ َ ُ ُ ذ
ۡ َ َ ذ َ ُ ْ ذ
ۡ
ذ
َ
وم ٱَّلِي َيتَخ ذت ُط ُه ٱلش ۡي َطٰ ُو ن َِو ٱل َه ِّس ذٰل ِك ةِأن ُه ۡم قال ٓوا إِن َها ٱۡلَ ۡي ُع
ٱلربوا َل يقومون إَِل لها يق
ِ ٱَّلِيو يأكلون
َ
َ
ۡ
ْ
َ
َ
ٓ
ٞ
َ
َ
َ
َ
ذ
َ ٱلربَ ٰوا ف َهو
ّ َ ن ِۡث ُل ّ َ ٰ ْ َ َ َ ذ ذ ُ َ ۡ َ َ َ ذ
ٰ َ َجا َءهُۥ َم ۡوغ َِظث ّنِو ذر ّبِهِۦ فٱىت
َه فل ُهۥ َنا ََلَ َوأ ۡم ُرهُ ٓۥ إَِ ٱَّللِ ِۖ َو َن ۡو
ِ ٱلرب ْۗوا وأحل ٱَّلل ٱۡليع وحرم
ِ
َ ُ ٰ َ َ ۡ ُ َ َ َ ُ ْ َ َٰٓ َ َ ۡ َ ٰ ُ ذ
َعد فأولئِك أصحب ٱنلارِِۖ هم فِيها خ ِِلون
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Meaning: “People who eat (transact with) usury cannot stand up, except like a
person who staggers because of the devil’s trance. This happens because they say
that buying and selling are the same as usury. Allah has permitted buying and
selling and forbids usury. Whoever has come to him a warning from his Lord
(regarding usury), then he stops so that what he has obtained before becomes his
and his affairs (up to) to Allah. Whoever repeats (usury transactions), are the
inhabitants of hell. They stay in it”.
The Role of Human Resources in Organizations and Its Relation to
Marketing Activities.
As we know, the resources owned by organizations are often known as
6M, namely Man (labor or employees), Money (funds or capital), Materials (raw
materials), Methods (how to work or technology), Machine (equipment and
machines), and Market (market). Of the six resources, the element of labor or
employees is the most important. The reason is that all of these elements except
the element of labor or employees are inanimate objects that cannot do anything
unless they are moved and regulated by humans (Aulia 2011).
The banking business is a service business that is highly dependent on
customer trust in transacting with the bank. Customers’ trust in Islamic banks and
financial institutions will grow based on their experience with these institutions. If
he gets timely service, services that are genuinely Islamic-compliant, transparent
and honest bookkeeping, sincere and friendly greetings from employees,
appropriate benefits, guaranteed security, and comfort, the customer will certainly
feel satisfied (Wikaningrum 2011).
Organizational human resource management function (Islamic
perspective) (Hardana 2015): (1) Planning (HR arranging) is arranging the labor
force successfully and productively to suit the organization’s requirements in
accomplishing organizational objectives. Arranging is finished by setting up a
staffing program. The staffing program incorporates coordinating, coordinating,
controlling, getting, creating, redressing, coordinating, keeping up with,
restraining, and firing representatives. A decent staffing project will assist with
accomplishing the objectives of the organization, representatives, and society. (2)
Organizing is an action to put together all representatives by deciding the division
of work, work relations, the appointment of power, incorporation, and
coordination in the authoritative outline. The association is just a necessary chore.
Via doing a decent association will help the acknowledgment of objectives viably.
(3) Directing is the movement of coordinating all representatives to cooperate and
work viably and proficiently in assisting with accomplishing the objectives of the
organization, workers, and society. The pioneer completes bearing by allotting
subordinates to perform every one of their responsibilities appropriately. Islam
shows a pioneer should ensure his subordinates and pay attention to their
yearnings in deciding. (4) Controlling is the movement of controlling all
representatives to agree with organization guidelines and work as per plan. In case
there are deviations or mistakes, remedial activities and plan enhancements are
made. Worker control incorporates participation, discipline, conduct,
collaboration, execution of work, and keeping up with the circumstance of the
workplace.
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METHODS
Regarding the research method used in this study is descriptive analysis.
The descriptive method is a research method that seeks to obtain information
about the description of the situation at the time of the study, then analyzed and
tried to explain based on the facts or reality in the field. This study uses a
qualitative approach, meaning that research is based on a natural setting as a direct
source of data, and the researcher is the key instrument. As explained by
(Moleong 2011), qualitative research is a research procedure that produces
descriptive data in written or spoken words from people and behaviors that can be
experienced. The data analysis method in this study uses qualitative data analysis.
Data analysis is the process of systematically searching and compiling the data
obtained. This study using deductive and inductive methods. Deductive is a
thinking process that begins with putting forward general theories and then
putting forward specific realities. Inductive is a thinking process that begins with
presenting specific facts from the research results, then ends with general
conclusions in the form of generalizations.
RESULTS AND DISCUSSION
Availability of Islamic Banking Human Resources
The rise of Islamic banks in Indonesia is not matched by adequate human
resources (HR), especially the background of Islamic banking disciplines, so its
development is slow. Educational and training institutions are still limited so that
staff is educated and experienced in Islamic banking, both from the side of the
implementing bank and the central bank (bank supervisors and researchers). The
problem now is that Islamic banking takes human resources from conventional
banking to find potential employees, while investment in education and
development recruitment to provide ready-to-use bankers is still quite expensive.
This is a problem because conventional and Islamic banking are two different
things, both in principle and operationally in financial transactions. Research has
proven Fauzan and Tyasari (2012) that religiosity affects one’s work ethic.
Human resource development is very much needed because the success of
developing Islamic banks at the micro-level is largely determined by the quality of
management and the level of knowledge and skills in managing the bank. Its
human resources require general knowledge in banking, understand the
implementation of Islamic principles in banking practice, and commit to applying
them consistently (istiqamah). The understanding and concern of the majority of
the people regarding the system and principles of Islamic banking are not correct;
even among Muslim scholars and scholars themselves, there is still no agreement
to support the existence of Islamic banks. There are still scholars who have no
firm opinion on the existence of Islamic banks, so it feels less firm, this is
because; first, the lack of comprehensive information that reaches scholars and
scholars about the dangers and destructive effects of the interest system,
especially when the monetary crisis and the economy are hit by sluggishness;
second, the in-depth and comprehensive understanding of Islamic bank
operations; third, intellectual laziness and laziness that tend to be pragmatic so
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that there is an assumption that the current interest system has been running or
does not conflict with Islamic provisions.
Correlation of Educational Institutions in the Development of Islamic
Banking
The obstacle to the development of Islamic banks is the existence of
human resources, efforts to create reliable and professional human resources in
the field of Islamic banking, of course, cannot be separated from the role of
educational institutions, which in this case do play a role in producing human
resources. Considering the prospect of Islamic banks in the banking world is
promising and very good and even received positive responses from all parties, on
the contrary, the development of Islamic banks is still in the growth phase; it is
very critical/risky. There is only one option, namely how to achieve success, with
the support of qualified, integrity, and human moral resources. Considering that
there is still a lack of reliable and quality educational institutions/institutions in
creating Islamic banking human resources, it’s time for all Muslim elements to
participate in thinking about its development by preparing reliable and
professional human resources through their educational institutions. This solution
will undoubtedly answer the shortcomings of Islamic banking academics who
have been based on instruments and are more familiar with conventional literature
in this way; of course, Islamic banks will gain scientific legitimacy in the
community.
Islamic Bank Human Resources Development
At the beginning of its establishment, each organization designs a vision,
mission, and cultural values, which are referred to as central policies or corporate
policies. This policy was later revealed to be a strategic policy and an operational
policy. No matter how good corporate policies are, if operational policies and
strategic policies do not support them, they can fail in achieving business goals.
Likewise, in Islamic banking, the corporate policy will advance if there are quality
human resources.
Competence development, quality of human resources based on Islamic
principles involves individual aspects of knowledge, characteristics (motive,
training, and values), and skills embedded in Islamic values. Figure 1 is an
example of a core training program aimed at all new employees to improve core
competencies related to the vision, mission, and corporate cultural values. In this
program, Islamic business values should be instilled by the 3W (Worship, Wealth,
and Warfare). Functional training is by employee positions; technical competence
is also applied following Islamic values and attitude and managerial development
programs for employees to be able to instill spiritual aspects.
Human Resource Development
To optimize human resources in Islamic banking, it is urgent; it is
necessary to develop human resources that can be done in various ways, including
the following: (1) Formal education. (2) Work environment, in the form of
systematic or formal training by the company that employs it. Educational
programs for adults and participation in various social, political, cultural, and
religious organizations. (3) Self-development on your own. Have an effort to gain
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knowledge, skills, and greater capacity through reading courses or learning from
others. Alternatively, more simply, human resources can be developed through
education, improving food nutrition, reducing birth rates, and general economic
development.
Figure 1. Human Resource Development in Islamic Banks

Source: (Fadlillah and Septyan 2020)

Human resources are a central point that must get serious attention in the
context of organization and management because the success of an organization
and or the success of a job is largely determined by the participation of the person
or human who does it. The principles of human resource empowerment can be
formulated in several points, as follows: (1) The principle of competence is the
main principle in Islamic management. Competence is the ability or expertise
possessed by a person as part of an organization or part of a work process, which
is needed to achieve goals. Competence in question can be in the form of
cognitive competence, namely the ability of knowledge and analytical power,
competence of attitudes such as courage, honesty, dedication or loyalty,
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discipline, and so on, as well as competency skills that include skill, accuracy, and
speed in doing a job. (2) The principle of optimization and excellence
incompetence The second principle of Islamic management is that the competence
possessed must be optimal and exceed another person’s competence. The step that
a manager must take in determining the human resources to be empowered in a
working mechanism is that when a manager is faced with the presence of two or
more members of the organization, then a manager must prioritize someone who
has competence that exceeds the competence possessed other personally. (3) The
principle of the suitability of competence with needs an excellent human resource
management system is a system that emphasizes the suitability of the workforce
with needs. So in this perspective, an absolute needs analysis is carried out by an
organization or individual in the workforce recruitment system. Competence of
the workforce that does not meet the needs will only cause chaos, threaten
organizational performance, threaten the achievement of goals, and even threaten
the sustainability of the organization’s existence. (4) The principle of conformity
of personal competence with placement The division of work must be adjusted to
the ability and expertise so that the implementation of work runs effectively.
Therefore, in placing a person to carry out specific tasks, he must use the principle
of the right man in the right place. The division of labor must be
rational/objective, not subjective emotional-based based on likes and dislikes. (5)
The principle of authority and responsibility A person who is given the task or
mandate to carry out an action or work must be given the authority and
responsibility in carrying out his duties. The granting of this authority is absolute
in a management system to ensure the smooth implementation of tasks or work
assigned to someone. Without authority, a person will experience doubts in
carrying out his duties, which he cannot carry out his duties properly. The
authority in a management system must be given in full within the boundaries of
its working area without anyone being allowed to intervene because outside
intervention will disrupt the working mechanism and lead to not achieving the
desired work results or goals. (6) The principle of limiting authority Every
authority in Islamic management has its limits. Every individual must own
awareness of the limits of this authority in an organizational system. A leader has
limits of authority over the people he leads, and employees have limits on
authority over their positions and duties. This limitation of authority may not be
overstepped or violated. Violation of the limits of authority will damage the
organizational system, which ultimately leads to failure and even destruction. (7)
The principle of rewards and compensation Reward and Wage systems for
employees must receive serious attention to support overall organizational
performance. Wages and rewards are compensation that determines the realization
of smooth work. Employees who are overwhelmed with feelings of anxiety and
lack will find it difficult to concentrate on their duties and obligations, which can
result in imperfections at work. Therefore, in the principle of remuneration, it is
necessary to think about how employees can work calmly. The payroll system
must be taken into account to create discipline and enthusiasm for work to
compete to make more significant achievements. The principle of more pay for
more prestige (more pay for more achievements) and the principle of equal pay
for the same performance need to be applied because if there are differences, it
will cause sluggishness in work and may lead to undisciplined actions.
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Link, Match with Universities and Human Resource Providers
Islamic banking can cooperate with universities or educational institutions
providing workers to find potential human resources following Islamic finance
principles. This is also a way to accommodate Islamic finance graduates, not
switching to conventional finance. So that in the end, Islamic banking and
universities both benefit from the absorption of university graduates and Islamic
banking parties who have potential Islamic finance human resources.
Education and training programs are strategic programs to increase
organizational commitment. Education and education programs will make a
significant contribution to the organization if they can match the values of the
organization and the values of individuals. To ensure that employees have
competencies that are in line with business demands provides training that touches
all lines of the organization. The program is reflected in a structured training
program according to competency profiles and business fields covering: (1)
Advanced program, this can be done to university graduates who have had an
internship opportunity in related Islamic banking, so that Islamic banking only
needs to provide a little training because the individual is familiar with Islamic
banking. This program can be applied every semester to be able to absorb
potential human resources. (2) Orientation and development program, as a degree
of training to help worker vocation ways, comprises banking staff program,
officer development program, management development program, and middle
management development program. (3) Banking academy, the financial
foundation program, plans to work on the information, abilities, and conduct of
representatives, which is helped out in an organized way through a progression of
modified exercises. (4) Enhancement program, this is means to keep the
information, abilities, and conduct of representatives exceptional as per the
requests of the bank’s business, industry elements, and worldwide accepted
procedures as studios, public preparing, accreditation projects, and graduate
degree grant programs.
The bank fully manages all training, education, and leadership
development with sources both internal and external. With the costs incurred, it
has succeeded in increasing the learning culture of employees both through inclass coaching and mentoring, self-learning through an interactive learning
process in e-learning. Learning through e-Learning continues to be developed to
improve employee competence. Every employee can now access various training
modules through e-Learning. Module reading activities and online tests are also
part of the pre-class training integrated with in-classroom training.
Human Resource Management in Islamic Banking
The development of Islamic banks and financial institutions needs to be
accompanied by the provision of competent, reliable, and professional human
resources in Islamic economics and business. The public is looking forward to the
reassuring and profitable services of Islamic banks and financial institutions. One
of the keys is in the aspect of human resources/employees owned by the company.
The paradigm of human resource management in Islamic banks and financial
institutions needs to be refined and reorganized to create an ideal Islamic financial
institution. Recruitment of employees of Islamic banks and financial institutions
must prioritize competence, be free from fraud, and be well planned. The
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employee development process must be carried out on an ongoing basis and show
the Islamic distinction.
Compensation must be given in a fair, appropriate, and timely manner to
improve employee morale. Fostering morale and motivating employees must
continue to be carried out in a family atmosphere and according to Islamic values
to form a genuinely Islamic-compliant institution. Islamic banks and financial
institutions must indeed be role models in humanizing their workers. Every
employee is part of the company’s big family that needs attention when he is an
active employee and even after retirement. He still feels like an essential part of
the company.
Suppose the things above can be implemented in managing human
resources/employees of banks and Islamic financial institutions. In that case, it is
hoped that Islamic banks and financial institutions will be more advanced in the
future and can play an essential role in the welfare of humanity. Public complaints
state that Islamic banks and financial institutions are the same as conventional
banks will gradually be eroded.
Build organizational commitment can be started from the selection
process, which is the initial process to get prospective employees who can accept
and support the culture and values of the organization. Furthermore, effective
employee education and training programs will increase organizational
commitment because the education and training process is a process of
internalizing organizational values with individual values. This study will also
explain the process of employee recruitment in Islamic banks and employee
development in Islamic banking.
Recruitment is one of the crucial things in human resource management
practices. A company must have an overview of the results of job analysis and job
design by the needs and objectives of the company so that there needs to be filling
positions with suitable and quality human resources for the job. Recruitment is
essentially a process of determining and attracting qualified applicants to work in
a company. It can be said that recruitment is a process to get several qualified
human resources to occupy a position or job in a company. The motivation behind
enrollment itself is to acknowledge however many candidates reasonably expected
as per the capabilities of the organization’s necessities from different sources, so it
is feasible to select the most fabulous up-and-comers from the best. Recruitment
activities are carried out when a company or organization requires workers and
opens vacancies to get the desired candidate by the existing position or vacancy.
CONCLUSION
Human resources are the biggest asset for a company and function as
capital (non-material/non-financial). This can be a substantial capital for a
fundamental and comprehensive improvement for a bank. Human resources are
the essential primary capital in every organization. The development of human
resources is vital to meet the needs of human resources in Islamic banking
institutions. Islamic work ethic and Islamic work culture are fundamental to instill
in employees working in Islamic financial institutions. So it has the characteristics
of siddiq, istiqamah, fathanah, amanah, and tablig. Someone who has and lives
an Islamic work ethic will appear in his attitude and behavior that work is a form
pISSN 2721-6241
eISSN 2721-7094

https://ejournal.stiesyariahbengkalis.ac.id/index.php/jps

161

JPS (Jurnal Perbankan Syariah)
Oktober 2021, Vol.2, No.2: 150-164

of worship, a call, and command from Allah that will glorify and humanize
himself as part of the chosen people.
Universities have a role as a forum for learning and producing quality
graduates in Islamic banking. For the development of Islamic financial, economic
education, qualified and professional human resources are also needed. Islamic
banking human resources must also be pious, have good morals (have the
characteristics of being honest, fair, trustworthy, etc.), be diligent and work hard,
have a thirst for knowledge, and be creative in developing scientific knowledge.
One of the essential keys to maintaining quality performance is developing
and educating employees on an ongoing basis. Has a high commitment to
improving the quality of human resources (human resources). With the occurrence
of a Link and Match between universities and Islamic banking, with the
arrangement of competent human resources in the field of Islamic, then Islamic
banking does not need to recruit human resources from conventional banks and
participate in quality research in qualitative research the field of Islamic banking.
To improve the quality of employees, the bank provides education programs for
new employees (banking staﬀ program & banking officer program) and
promotional education in the form of oﬃcer development programs (ODP) that
are specific according to position clumps. Competency development instills
spiritual aspects, the quality of human resources based on Islamic principles,
concerning individual aspects of knowledge, characteristics (motive, training, and
values), and skills embedded in Islamic business values.
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