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Abstract 

This study aims to analyze the role of strategy agility as a mediating variable in the relationship 

between human capital, absorptive capacity, and performance of PT Bank Sumut Kampung Lalang 

Branch Office. The method used was a quantitative approach with data collection through 

questionnaires distributed to 49 respondents. The results of the study show that human capital and 

absorptive capacity have a positive and significant effect on company performance. In addition, 

human capital and absorptive capacity also have a positive effect on strategic agility. Strategy agility 

has been proven to be able to mediate the relationship between human capital and absorptive 

capacity to company performance. These findings emphasize the importance of human resource 

management and the organization's ability to absorb new knowledge to improve performance in the 

competitive banking industry. This research is expected to provide insight for management in 

formulating more effective strategies to improve the Company's performance. 

 

Keywords: Strategy Agility, Human Capital, Absorptive Capacity, Company Performance, PT Bank 

Sumut. 
 

  

1. INTRODUCTION 

In achieving the performance of a Company, of course, there are several problems that 

can hinder the Company's performance (Nur, 2021). Various internal problems that arise 

have the potential to hinder the achievement of the targets that have been set by the company. 

One of the significant problems often faced by PT Bank Sumut Kampung Lalang Branch 

Office is the imbalance in the number of employees between existing branches (Citra & 

DIrbawanto, 2022). This uneven allocation of human resources can have a substantial 

negative impact on operational efficiency (Dewi et al., 2021; Priliandani et al., 2022). Reysa 

et al., (2022) said that, If a branch experiences a shortage of employees, the greater workload 

will be concentrated on existing employees, thereby reducing their capacity to provide 

optimal service to customers. This can lead to increased response times to customer requests 

or complaints, which in turn has a direct impact on customer satisfaction. 

In addition, problems related to segregation of duty or unclear division of duties in 

companies, especially at PT Bank Sumut, often affect employee efficiency and productivity 

(Mulang, 2023; Priyatna, 2017). In the context of banking, improper division of duties can 
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create potential duplication of work, overlapping responsibilities, or even confusion among 

employees related to their roles in the company. If the division of tasks between the 

operational unit and the business is not managed properly, this can lead to confusion in the 

workflow and harm overall performance.  

Another problem is employee motivation, reward systems such as salaries, bonuses, and 

incentives need to be adjusted to the workload received by employees in each branch unit 

(Indriyani & Subowo, 2019; Teaching, 2023). A phenomenon that is often encountered is 

the mismatch between the workload and the rewards received by employees, both in the 

operational and business fields. For example, employees who are directly involved in the 

sale of bank products often receive larger bonuses, while operational employees who support 

the smooth process do not always receive the same incentives. This has the potential to 

reduce employee work motivation, because they feel that their contributions are not 

proportionately appreciated. For this reason, there needs to be a more in-depth analysis of 

the existing incentive and reward structure to be more fair and equitable in accordance with 

the role and contribution of employees to bank performance (Kompetensi et al., 2022). 

Another problem is the setting of targets that do not match the conditions in the branch 

unit. For example, the targets set by central management are often too high or do not take 

into account the specific conditions in each branch, such as the number of employees, market 

potential, or available resources. This causes employees to feel pressured and unable to 

achieve the targets that have been set, which ultimately affects the overall performance of 

the bank. Setting unrealistic targets can also damage employees' motivation to work, as they 

feel that even though they have worked hard, the target is still unattainable. In addition, low 

employee engagement between the central division and branch unit employees is an 

important factor in company performance (Rizky & Ardian, 2020). When employees feel 

less involved in planning and implementing policies, they will be less committed to 

achieving company goals. 

Ideally, in an efficient company, there is a clear balance between the division of tasks 

between operational and business units, with an integrated and flexible strategy to respond 

to rapid market changes (Muhammad Asir et al., 2023). Strategy agility The ability of 

companies to adapt to market changes and external conditions must be a key element in 

operational and human resource management (Cunha et al., 2020; Reed, 2020). Support from 

quality human capital is very important in achieving this. Human capital, which consists of 

employees who have the skills, knowledge, and attitudes that are in accordance with the 

demands of the times, will be the main driver in achieving the Company's goals (Rachmawati 

& Jayanti, 2023; Vyas & Vyas, 2020). Banks should focus efforts on developing employee 

competencies, not only at the technical level but also in terms of soft skills that support 

adaptability and collaboration, which are important factors in the dynamics of a fast-moving 

company. Employees who are trained and ready to face external challenges will be better 

able to manage risks and provide the right solutions to customer problems. 

In addition, the absorptive capacity of a company to absorb, integrate, and apply new 

knowledge is key in responsive human and operational management (Müller et al., 2021; Qu 

et al., 2022). The ability to absorb and utilize this knowledge will improve operational 

performance and support better strategic decisions (Pillay et al., 2021; Purwianti, 2023). For 

this reason, PT Bank Sumut needs to create a corporate culture that supports the exchange 

of knowledge and innovation in a sustainable manner. 



  
Vol. 4 No. 3 (2026) 

e-ISSN: 2963-7589 

Economic and Business Journal | ECBIS 

https://ecbis.net/index.php/go/index   

 

 533 

 

However, in reality, PT Bank Sumut, especially in the Kampung Lalang Branch, shows 

various challenges that hinder the achievement of ideal performance, even though the 

company has made efforts to improve operational efficiency and service quality. One of the 

main problems faced is the imbalance in the division of duties and the number of employees 

between operational and business units. Based on the results of an internal survey conducted 

by management in 2023, around 40% of employees at the Kampung Lalang Branch reported 

an uneven workload, with more than 60% of operational employees feeling that their duties 

are more demanding compared to business units, which are often more rewarded in a sales-

based reward system. 

The second issue is related to strategic agility or the ability of companies to adapt 

quickly to market changes and external conditions. Although PT Bank Sumut strives to 

respond to changes, there are reports that companies are often late in implementing new 

strategies to respond to rapidly changing market trends or banking policies (Elali, 2021; 

Gomes, 2020). In addition, although PT Bank Sumut has made efforts to increase human 

capital and absorptive capacity, the management of human resources at the Kampung Lalang 

Branch is still not fully optimal. In a survey conducted in 2023, only 45% of employees felt 

that they were getting the opportunity to participate in training and skills development 

programs relevant to their work. 

These limitations hinder the company's ability to adapt to market changes and evolving 

technological innovations, which are critical to providing better service to customers. For 

example, when there is a change in customer preferences for digital banking services, PT 

Bank Sumut is slow to respond to these needs, and it will not be until 2024 to start developing 

a digital banking application that can compete with its competitors. This suggests that low 

absorptive capacity hinders the company's ability to respond to rapid market changes and 

implement relevant innovations. 

To overcome this problem, PT Bank Sumut needs to implement a strategy agility-based 

strategy that includes the ability to adjust strategies according to market dynamics and 

internal organizational needs. Human capital development through continuous training and 

education must be a top priority, so that employees in each unit can work optimally according 

to their respective roles. In addition, strengthening absorptive capacity should be focused on 

efforts to improve the organization's ability to absorb and apply relevant knowledge from 

the market and technology to improve operational performance and services to customers. It 

is important for management to ensure that the workload in each unit, both business and 

operational, is shared fairly, and that each employee is rewarded accordingly for his or her 

contribution. In this context, a better employee engagement strategy, where employees feel 

valued and involved in the decision-making process, will be crucial. 

  

2. RESEARCH METHOD 

This research is a research with a quantitative approach that aims to describe and 

analyze the influence between variables. The method used is explanatory descriptive. 

Descriptive research is conducted to describe or describe the research object that is 

systematically studied and explain how much influence the interaction relationship between 

predictor variables and criterion variables determined by intervening variables. Explanatory 

research was conducted to explain the causal relationship between hypothesis testing 
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variables so that a conclusion could be obtained. There are four types of variables used, 

including two predictor variables Human Capital (X1), Absorptive Capacity (X2), one 

intervening variable, namely Strategy Agility (Z), and one criterion variable, namely 

Company Performance (Y). 

  

3. RESULTS AND DISCUSSION 

The results of the study show that human capital and absorptive capacity have a 

positive and significant influence on the performance of PT Bank Sumut. Data analysis 

reveals that employees who have high competence and relevant experience can improve 

company performance through innovation and operational efficiency. Good human capital, 

which includes adequate skills and knowledge, is an important foundation in achieving 

optimal results. In addition, the organization's ability to absorb and utilize new knowledge 

known as absorptive capacity serves as a reinforcer in improving performance. The study 

also found that strategic agility acts as a mediating variable, where strong human capital 

enhances the organization's ability to adapt quickly to market changes, while absorptive 

capacity allows companies to capture and apply new knowledge effectively. 

Further discussion emphasized the importance of management in investing in human 

capital development through continuous training programs. This not only helps employees 

to update their skills, but it also encourages them to be more proactive in dealing with 

challenges. In addition, creating an organizational culture that supports collaboration and 

innovation is essential to improve strategic agility. With the support of management, 

employees can be more involved in the strategic decision-making process, which allows for 

quick responses to market dynamics. 

Therefore, improving strategic agility is crucial in ensuring that companies remain 

competitive. Banks that are able to adapt quickly to changes, such as digitalization trends or 

new regulations, have the potential to improve overall performance. This research provides 

important insights for the management of PT Bank Sumut in formulating a more effective 

strategy, which not only focuses on short-term results, but also on sustainability and long-

term growth in the ever-changing banking industry. 

 

4. CONCLUSION 

 This study confirms that human capital and absorptive capacity have a positive and 

significant influence on the performance of PT Bank Sumut. Employees with high 

competence and relevant experience contribute to improving operational efficiency and 

innovation. In addition, strategic agility has been proven to function as a mediating variable, 

strengthening the relationship between human capital and absorptive capacity and company 

performance. Therefore, management needs to focus on developing human resources 

through continuous training and creating an organizational culture that supports 

collaboration and innovation. By improving strategic agility, PT Bank Sumut can be more 

responsive to market changes and improve overall performance. These findings provide 

important insights for management in formulating effective strategies to meet challenges in 

the dynamic banking industry. 
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