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Abstract 

The study aims to investigate the adoption and utilization of business intelligence 

systems by banks in Jordan for the purpose of managing their human resources. 

Additionally, the study sought to identify effective strategies for developing the human 

capital of these banks. The study emphasizes the importance of business intelligence 

systems in enhancing human capital development as a strategic imperative. This study 

utilized a descriptive and analytical methodology to collect data from male and female 

bank employees in Jordan. In order to gather the necessary data, the researcher 

distributed a questionnaire among the participants of the study. A total of 350 surveys 

were administered. The data that was gathered was subsequently analyzed utilizing 

the SPSS software. According to the study's findings, the practice of online analytical 

processing, business performance management, and competitive intelligence was 

reported to be of moderate prevalence. Based on employees' perspectives, there was a 

moderate level of implementation observed in terms of employee knowledge, 

experience, skills, value, training, as well as invention and innovation. The study 

further demonstrated that the mean level of engagement with the independent variable, 

business intelligence, as well as the dependent variable, human capital development, 

were both of a medium degree. 
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Introduction 

Business intelligence encompasses the utilisation of various methodologies and instruments to scrutinise business data from 

past, present, and future perspectives. This technology encompasses various functions including reporting, data mining, 

analytics, and performance management. Through the analysis and interpretation of substantial volumes of both structured and 

unstructured data, enterprises have the potential to identify novel strategic prospects and attain a competitive edge within the 

marketplace. Human resources encompass the collective body of employees within a company, industry, or economy, whereas 

human capital pertains specifically to the intellectual capacity and expertise possessed by individuals. The human resources 

(HR) department is responsible for overseeing multiple facets pertaining to employment, encompassing adherence to labour 

legislation, provision of employee benefits, and facilitation of recruitment procedures [1]. BI is how firms analyze data. 

Businesses may examine past, present, and future operations using BI technology. Reporting, online analytical processing, 

analytics, data mining, process mining, complicated event processing, business performance management, benchmarking, text 

mining, predictive analytics, and prescriptive analytics. BI technologies find, discover, and exploit new business possibilities by 

processing massive amounts of organised and unstructured data. Businesses may acquire an advantage and long-term stability 

by easily interpreting large data [2]. 

 In the past, the field of human resource management was commonly known as "Personnel Administration." During the 1920s,  
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personnel administration placed significant emphasis on the 

utilisation, assessment, and incentivization of employees. 

Nevertheless, the employment and systematic connections 

between various parties at all levels of organisational 

performance were disregarded. Consequently, the discipline 

during that period was characterised by a lack of a cohesive 

theoretical framework [3].  

Human resources are an organization's employees, whereas 

human capital is people's expertise. Manpower, labour, staff, 

coworkers, and persons are similar. Human resource 

managers handle the whole employee life cycle. These 

include processing resumes and job applications, arranging 

and conducting interviews, aiding with recruiting, and 

completing background checks. They plan recruiting and 

selection. A payroll and benefits administrator monitors 

vacation and sick time, analyses payroll, and handles 

benefits-related tasks such as claim settlement, benefit 

statement reconciliation, and invoice payment [4]. The 

development adds physical, economic, environmental, social, 

and demographic features and advances. The development 

aims to improve living standards, protect the environment, 

and create local and regional jobs. Development is noticeable 

and beneficial, but it takes time to build up circumstances for 

qualitative improvement [5]. 
Banks must enhance their working methods and update their 

systems by utilising Banking Intelligence solutions to support 

and develop human capital, which promotes company 

development and the provision of innovative, unique, and 

competitive services. Modern banks are like this.Jordanian 

banks' largest problem is improving staff performance and 

data collection, especially customer and supplier data. They 

badly need several intelligence systems to boost human 

capital. 

From this point of view, our research paper was addressed to 

highlight the current adoption rate of business intelligence 

systems within Jordan and their utilization in managing 

human resources. Also, Provide recommendations that can 

help enhance knowledge and application of the research 

variables among the studied or selected sample. This study 

aims to assess Jordanian banks' Business Intelligence effect. 

Businesses may decrease risks, increase profits, acquire a 

competitive edge, optimise marketing, and enhance internal 

processes using business intelligence. 

This study offers guidance to Jordanian bank executives, 

senior managers, and IT managers on using business 

intelligence tools to enhance many elements of banking 

operations. furthermore, Increasing the researcher's 

theoretical and practical expertise in this key field of business 

administration, including how business intelligence works to 

gain a competitive edge and develop human resources. 

 

Literature review 

Companies utilise business intelligence (BI) methods and 

tools to analyse data. BI gives past, present, and future 

company insights. BI technologies include reporting, 

analytics, data mining, process mining, complicated event 

processing, benchmarking, business performance 

management, text mining, and predictive and prescriptive 

analytics. BI helps firms find new strategic possibilities and 

make educated choices by processing massive volumes of 

organised and unstructured data. Companies may acquire a 

competitive edge and long-term stability by using these 

insights [6, 7]. Online Analytical Processing (OLAP) easily 

handles complicated multidimensional queries. Sales, 

marketing, management reporting, budgeting, financial 

reporting, and BPM employ OLAP [8]. It's also applied in new 

industries like agriculture [9]. OLAP is a subset of business 

intelligence, which includes relational databases, data 

mining, and report authoring [10]. Business performance 

management includes performance management and 

analytical techniques that help organisations meet goals. This 

phrase is sometimes called "corporate performance 

management" (CPM) or "enterprise performance 

management" [11, 12]. These methods help manage 

organisation performance. However, Gartner has deprecated 

the name "CPM" and categorised it as "financial planning and 

analysis (FP&A)" and "financial close" to reflect increasing 

planning emphasis and a new category of solutions 

supporting financial closing [13]. Competitive intelligence 

(CI) helps leaders and managers make strategic business 

choices by collecting and analysing data from several 

sources. This entails identifying, collecting, assessing, and 

sharing information about the environment, including goods, 

consumers, and rivals [14]. Known as a methodical procedure 
[15]. CI requires a rapid grasp of the industry and rivals to 

boost competitiveness [16]. Baker (1964), an economist from 

the University of Chicago, coined the phrase "Human 

Capital," referring to the skills, routines, and 

societal/individual traits, including creativity, that enable 

employment to produce economic value. Human capital is the 

talents and expertise businesspeople provide [17]. 

 Human capital is the organization's collective competency 

and its purpose to generate the finest solutions for consumers 

via working people' expertise [18]. It comprises all employees 

and everyday workers. In contrast, [19] define human capital 

as a collection of human capabilities, experiences, and skills 

at the level of its performance, currently employed by the 

organisation or being trained for it in the future, or suspended 

from it due to accidents, work-related illnesses, vacations, or 

involuntary absences, those who meet the minimum job 

requirements and are in charge of achieving the institution's 

goals. Human capital refers to spending on health, nutrition, 

training, and other factors that prepare people for jobs from 

childhood to working age [20]. Bhatt and Shah's 2023 study [21] 

examined how the organization's flexibility, workers' desire 

to change, external conditions, and the necessity for change 

affects employees' readiness to use AI in HR practices. The 

researchers created a conceptual framework using the 

Technological Readiness Index, Change Readiness Scale, 

Technology Acceptance Model, Technology, Organisation, 

and Environment model, and Technology Readiness Scale. 

The results of the exploratory analysis indicate that the model 

can be used for further research if confirmatory factor 

analysis, validity and reliability tests, and other research 

procedures are performed. Binzafrah and Taleedi [22] explore 

how business intelligence practises affect work satisfaction in 

the Asir Region of Saudi Electricity Company. The research 

used a descriptive questionnaire and an analytical 

methodology to attain its goals. The researchers advised 

organisations to use the newest business intelligence 

technologies to solve challenges and implement business 

intelligence systems to improve operations. In additional 

too,the study by Bany Mohammad [23] examines how banking 

sector characteristics affect business intelligence and 

analytics (BIA). The research used a theoretical model to 

examine how technical, organisational, and environmental 

variables affect banking BIA acceptance and use. The report 

proposes considering BIA use in banking beyond 
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technological issues. Even more the study by Tavera Romero 
[24] underlines the importance of Industry 4.0 technology for 

supporting innovation initiatives and responding fast to 

changing markets.The paper also forecasts that Industry 4.0 

will significantly depend on BI, therefore enterprises must 

adapt. Moreover, a study by [25] examined how Jordanian 

commercial banks' HR management affects organisational 

intelligence. The research indicated that bank managers adopt 

effective human resource management practises to increase 

their banks' capacity to perceive and adapt to environmental 

changes, resulting to better intelligence, profitability, and 

success. Sousa and Dias investigated the efficacy of 

employing Business Intelligence (BI) technologies in the 

integration of reports, analytics, dashboards, and metrics, 

with the aim of influencing decision-making processes 

carried out by human resource managers. The present study 

examines the outcomes of an exploratory investigation 

conducted on the utilisation of business intelligence (BI) 

technologies within Portuguese organisations, specifically 

focusing on their role in facilitating decision-making 

processes related to human resource management [26]. The 

authors explore the increasing prevalence of artificial 

intelligence (AI) technologies in the corporate sector during 

the previous two decades. With the increasing prevalence of 

augmented intelligence, it is anticipated that routine 

administrative tasks will be progressively substituted by 

intelligent AI technology, leading to improved and more 

efficient outcomes [27]. Over the last two decades, business AI 

use has grown. As augmented intelligence grows, 

administrative jobs should become easier. This Jordanian 

research is the first of its type and is unique in various ways. 

The study applies business intelligence systems to Jordanian 

banks, highlighting their urgent need for accurate and timely 

information in the face of global competition and the 

information revolution. This differs from previous Arab and 

foreign studies that focused solely on industry, insurance, and 

services. 

The study was implemented using an analytical and 

descriptive approach to examine the relationship between 

Business Intelligence Systems and Human Resource 

Development, resulting in quantitative value indicators and 

recommendations for Jordanian banks. Be replaced with 

clever AI technology for better and more effective outcomes. 

 

Research Methodology 

This section covers research methodology, data collecting, 

sample population, statistical methodologies, and treatments. 

Business Intelligence and the Development of Human 

Resources were studied using both descriptive and analytical 

methods, as well as the effect of Business Intelligence on the 

sub-axes of the dependent variable, employee knowledge. 

 

6. Data and sample 

The study population consisted of (12145) male and female 

Jordanian bank employees. (350) questionnaires were 

distributed to the study sample banks, 334 were retrieved, and 

25 were excluded due to filling errors, leaving 309 validation 

questionnaires. 

 

6.1.1 Describe the chazracteristica of the study population 

The study population consisted of (+12,000) male and female 

Jordanian bank employees. (350) questionnaires were 

distributed to the study sample banks, 334 were retrieved, and 

25 were excluded due to filling errors, leaving 309 valid 

questionnaires for analysis. The research questionnaire 

comprised six demographic factors (gender, age, educational, 

Academic Speciality, Years of Banking Experience, Job 

Title) as indicated in Table 1-4: 
 

Table 1-4: Distribution of the Study Sample According to 

Personal and Job Characteristics 
 

Variable Categoy Frequeny Percentages (%) 

Gender 
Male 141 45.6 

Female 168 54.4 

 

 

Age 

Less than 30 years 162 52.4 

30-39 61 19.7 

40-49 67 21.7 

+50 19 6.1 

 

Education 

Intermediate Diploma 51 16.5 

Bachelor degree 173 56 

M.A and above 85 27.5 

 

 

Academic 

Specialty 

Economics, Financial 

& Banking 
95 30.7 

Business 

Administration 
86 27.8 

IT 38 12.3 

Accounting 80 25.9 

Other 10 3.2 

Years of 

work in 

Banking 

Less than 5 years 140 45.3 

5-9 years 75 24.3 

10-14 59 19.1 

+15 35 11.3 

 

 

 

 

Job Title 

GM/deputy GM 6 1.9 

Assistant GM 6 1.9 

Department Head 16 5.2 

Branch/Office 

Manager 
21 6.8 

Branch Supervisor 39 12.6 

Section Head 72 23.3 

Employee 149 48.2 

Prepared by the researcher based on the results of the SPSS. 

 

From the table, the research sample favoured females, with 

168 people (54.4%). Men comprised 45.6% of the sample 

with 141 participants. Most respondents were under 30, with 

162 making up 52.4% of the sample. Then came those aged 

40–49, with 67 people (21.7%), and those aged 30-39, with 

61 people (19.7%). Only 19 respondents over 50 comprised 

6.1% of the sample. 

The research sample included 173 Bachelor's degree holders, 

56%. A total of 85 people with an M.A. or higher degree 

made up 27.5% of the sample, while 51 people with an 

Intermediate Diploma made up 16.5%. Economics, Financial 

& Banking was the most prevalent academic speciality, with 

95 responders (30.7%). Business Administration followed 

with 86 people and 27.8%, and Accounting with 80 people 

and 25.9%. Only 38 of the sample had an IT speciality, 

12.3%, while "Other" had the lowest proportion at 3.2% and 

a frequency of 10. For years of banking experience, 140 

people (45.3% of the sample) had fewer than 5 years. This 

was followed by 75 people with 5-9 years of experience, 

24.3% of the sample. The sample included 59 bankers with 

10-14 years of experience, 19.1%. With 35 people and 

11.3%, the minority had over 15 years of experience. 

Employees made up 48.2% of the sample with 149 people. 

Section leaders had 72 people and 23.2%, followed by branch 

supervisors with 39 people and 12.6%. Meanwhile, 21 

branch/office managers made up 6.8% of the sample, while 

16 department heads made up 5.2%. Finally, GM/deputy GM 
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& Assistant GM had the lowest proportion at 1.9% and a 

frequency of 6. 

 

6.1 Data Collection Methods 

This research included data from two sources. The main data 

source was a questionnaire, utilised in survey research. The 

questionnaire, based on previous studies, included axes for 

"Business Intelligence" (online analytical processing, 

performance management, competitive intelligence) and 

"Human Resources Development" (knowledge of employee). 

The theoretical basis of the study was strengthened by earlier 

investigations and books and volumes on the issue. 

 

Hypothesis  

H1: There is no a statistical significance impact of the 

business intelligence on develop human resources in 

Jordanian banks. 

H2: There is a statistical significance impact of the business 

intelligence on knowledge of employees in human 

resources in Jordanian banks. 

 

Conceptual Model 

This study will examine how business intelligence affects 

online analytical processing, business performance 

management, and competitive intelligence in Jordanian 

banks using a model. 

 

 
 

Fig 1: The Conceptual Model of the Research 
 

Results 
In regards to the items related to Business Performance 

Management, Table (3-4) displays the arithmetic mean and 

standard deviations for each item along with their 

corresponding degree of practice. 

 
Table (3-4): level practice in Business Performance Management in Jordanian banking 

 

Rank 
Number of 

content 
Business Performance Management Mean S.D practice 

1 7 
Business intelligence systems provide preciseness in retrieving data and 

information. 
3.69 0.95 High 

2 3 
The capabilities of business intelligence systems are sufficient to achieve the 

basic objectives associated with the performance of our business. 
3.63 0.97 Medium 

3 8 
Using business intelligence systems have become critical factor to establish 

and implement business strategy 
3.61 0.95 Medium 

4 5 
Business intelligence systems enable accessing data by the organization 

working members at the appropriate time. 
3.59 0.92 Medium 

5 6 
Business intelligence systems raise the operational efficiency and support 

innovative process. 
3.57 0.99 Medium 

6 2 
Business intelligence systems contribute in reducing errors committed during 

work implementation. 
3.56 0.91 Medium 

7 4 
The capabilities of business intelligence systems are important to obtain 

operational information in real time. 
3.54 0.97 Medium 

8 1 
Business intelligence systems contribute in achieving all practical phases at 

one working place. 
3.48 0.98 Medium 

9 9 
Business intelligence systems works efficiently within the fields related to 

strategic planning and objectives. 
3.42 1.21 Medium 

Total 3.56 0.98 Medium 

Prepared by the researcher based on the results of the SPSS.  
 

The Business Performance Management paragraph 

arithmetic means and standard deviations are shown in Table 

3-4. Paragraph 7 had the greatest arithmetic mean, 3.69, a 

standard deviation of 0.95, and high practise. Paragraph (9), 

however, had the lowest arithmetic mean of 3.42, standard 

deviation of 1.21, and average practise. Arithmetic mean for 

the axis was 3.56, standard deviation 0.96, and average 

practise. 

As for the Competitive Intelligence paragraphs, the results of 

the Arithmetic mean and standard deviations for each item 

and their respective level of practice are presented in Table 

(4-4).  

 
Table (4-4): level practice in Competitive Intelligence in Jordanian banking 

 

Rank 
Number of 

content 
Competitive Intelligence Mean S.D practice 

1 2 
Competitive intelligence provides the organization with relatively clear picture 

about the future business environment in which the organization operates. 

 

3.76 

 

1.19 

 

High 

2 3 
Competitive intelligence helps executives to evaluate competitors and this in turn 

translates into fewer competitive surprises 

 

3.71 

 

0.98 

 

High 

3 5 
Competitive intelligence allows the executives to predict changes in the business 

relations. 
3.66 1.04 High 

4 10 Using Competitive intelligence in the organizations provide several tools of 3.65 1.16 Medium 
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prediction in the work. 

5 6 
Competitive intelligence teaches us about the new technologies which may impact 

the organization. 
3.59 1.09 Medium 

6 7 Competitive intelligence helps to predict the competitors’ strategy. 3.46 1.08 Medium 

7 1 
Competitive intelligence protects the organization against potential threats of the 

competitors. 
3.46 1.07 Medium 

8 4 
Competitive intelligence helps understanding the strategies used by the 

competitors to gain competitive edge. 
3.41 0.94 Medium 

9 8 Competitive intelligence helps in detecting new or potential competitors. 3.40 1.11 Medium 

10 9 
Competitive intelligence enhances the readiness of the bank to respond early and 

effectively to events and opportunities. 
3.36 1.19 Medium 

Total 3.55 1.09 Medium 

*Prepared by the researcher based on the results of the SPSS. 
  

 

Competitive Intelligence paragraph mean values and 

standard deviations are shown in Table 4-4. Paragraph (2) 

received the highest mean value, 3.76, with a standard 

deviation of 1.19, suggesting exceptional proficiency. 

Paragraph (9) received the lowest mean score of 3.36 and a 

standard deviation of 1.19, suggesting mediocre proficiency. 

The mean score for all paragraphs was 3.55, with a standard 

deviation of 1.09 and an average competency. 

Table (5-4) shows the mean values, standard deviations, and 

proficiency levels for each Business Intelligence sub-axis of 

the independent variable. 

 
Table (5-4): level practice the independent variable (Business Intelligence) in Jordanian banking 

 

Rank Number Variable Mean S.D practice 

1 2 Business Performance Management 3.56 0.98 Medium 

2 3 Competitive Intelligence 3.55 1.09 Medium 

3 1 Online Analytical Processing 3.54 1.06 Medium 

Independent Variable (Business Intelligence) 3.55 1.04 Medium 

*Prepared by the researcher based on the results of the SPSS. 
 

Table 5-4 shows the mean and standard deviation of each 

independent variable and subcategory. The Business 

Performance Management axis had the greatest mean of 3.56 

and standard deviation of 0.98, indicating average practise. 

The Competitive Intelligence axis followed closely with a 

mean of 3.55, standard deviation of 1.09, and middling 

practise. The lowest mean, 3.54, with a standard deviation of 

1.06, was reported for the Online Analytical Processing axis, 

indicating modest practise. The independent variable, 

Business Intelligence, had a mean of 3.55, a standard 

deviation of 1.04, and middling practise. 

Furthermore, the mean and standard deviation for the 

dependent variable, Development of Human Resource, were 

extracted from the paragraphs related to the variable in 

Jordanian banks, including its dimensions: Knowledge of 

employees, Staff experience, Skill staff, Training, 

Innovation, and Renewal. Table 6-4 displays the mean and 

standard deviation for the Knowledge of employee’s items 

and their respective practice levels. 

 
Table (6-4): level practice in Knowledge of employees in Jordanian banking 

 

 

Rank 

Number of 

content 
Knowledge of employees 

 

Mean 

 

S.D 

 

practice 

1 3 
Employees don’t feel the need to look for the required knowledge to 

perform their tasks. 
3.72 1.08 High 

2 4 
Employees possess the full and updated knowledge to continue 

providing the bank services. 
3.65 1.04 High 

3 6 
The bank management seeks to transform the knowledge of the 

employees to implemented efficient programs. 
3.53 1.03 High 

4 5 
The bank attracts individual who have knowledge and high academic 

and professional certificates. 
3.51 1.03 High 

5 2 
Employees share knowledge through experiences provided the seniors 

to the new employees. 
3.35 1.16 High 

6 1 
Employees have knowledge and skills required to perform their tasks 

at the best. 
3.34 1.12 Medium 

Total 3.52 1.08 Medium 

*Prepared by the researcher based on the results of the SPSS. 
 

Table 6-4 shows the average and standard deviations of 

employee knowledge paragraphs. Paragraph (3) had the 

greatest average value of 3.72, a standard deviation of 1.08, 

and high practise. However, paragraph (1) had the lowest 

average value of 3.34, a standard deviation of 1.12, and an 

average degree of practise. All paragraphs averaged 3.54 with 

a standard deviation of 1.08 and an average degree of 

practise. 

 

Statistical Analysis and Tests Hypothesis  

Diagnostic tests (Variance Inflation Factor and Tolerance) 

Diagnostic tests assessed the independent variable's axes' 

internal correlations. The tolerance and variance inflation 

factor (VIF) coefficients were calculated to verify that all 
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independent variables had VIF values less than 10 and 

tolerance values larger than 0.05. In 2006, Sekaran published 

these test findings in Table 12-4. 

 
Table (12-4): Tolerance and the Variance Inflation Factor (VIF) 

values for Independent Variables 
 

Variable Tolerae VIF 

Online Analytical Processing 0.64 1.56 

Business Performance Management 0.59 1.71 

Competitive Intelligence 0.80 1.25 

*Prepared by the researcher based on the results of the SPSS. 

 

In Table 12-4, the Variance Inflation Factor (VIF) values for 

each dimension of the independent variable were below (2), 

and the Variance Tolerance values for all dimensions were 

above 0.05. These findings indicate no association among 

independent variables, allowing their use in multiple 

regression models. Identifying qualities that statistically 

affect the dependent variable is crucial. 

 

Test Hypothesis 

 Test Main Hypothesis 

This study tests the hypothesis that business intelligence does 

not statistically influence Jordanian bank HR development. 

Multiple linear regression will be used to test this hypothesis 

for Online Analytical Processing, Business Performance 

Management, Competitive Intelligence, and Jordanian bank 

human resource development. The analytical data are given 

in Table 13-4. 

  
Table (13-4): Multiple Regression for independent variables on 

Development of Human Resources 
 

Variable 
Beta 

Value 
Sig 

t- 

value 
R2 

F 

value 

online Analytical 

Processing 
0.150 0.031** 2.132 

 

0.335 

 

12.891 
Business Performance 

Management 
0.165 0.020** 2.340 

Competitive Intelligence 0.220 0.000*** 3.642 

Dependent Variable: Development of Human Resources 

Prepared by the researcher based on the results of the SPSS. 

** at significance level 5% 

*** at significance level 1% 

 

Research indicates that online analytical processing (OLAP) 

has a considerable impact on human resource development 

(α≤0.05) with a value of 0.15. The statistical significance 

value was 0.031. Increasing OLAP by one unit while holding 

other parameters unchanged decreased the dependent 

variable by 0.15 units. A positive and significant impact of 

Business Performance Management (BPM) was seen at a 

level of α≤0.05 with a value of 0.165. Increasing BPM by one 

unit while holding other parameters constant increased the 

dependent variable by 0.165 units. A positive and substantial 

impact of competitive intelligence (CI) was seen at a level of 

α≤0.01 with a value of 0.22. Increasing CI by one unit while 

holding other parameters fixed increased the dependent 

variable by 0.22 units. 

The model explained 33.5% of the dependent variable's 

variation with an R2 of 0.335. The estimated model was 

statistically valid since the F value was 12.9 for the 

calculation. Thus, we support the alternative premise that 

business intelligence affects Jordanian bank human resource 

development statistically. 

A simple regression model tested the first sub-hypothesis on 

business intelligence and employee knowledge in Jordanian 

banks' human resources departments. The analysis findings 

are in the table: 
 

Table (14-4): Simple Regression for business intelligence on 

knowledge of employees 
 

Variable 
Beta 

Value 
R2 F value Sig 

Constant 1.519 
0.425 67.801 

0.000** 

business Intelligence 0.563 0.000*** 

Dependent Variable Knowledge of Employees 

Prepared by the researcher based on the results of the SPSS. 
*** at significance level 1% 

 

A basic regression study of business intelligence analysis and 

employee expertise in human resources across Jordanian 

banks is shown in Table 14. The R2 result of 0.425 shows 

that business intelligence explains 42.5% of employee 

knowledge variance. A unit increase in business intelligence 

increases employee knowledge by 0.563, according to the 

independent variable coefficient. The independent variable 

was statistically significant, supporting the premise that 

business intelligence affects Jordanian bank HR 

development. 

 

Discussion 

In the final analysis, the result of our study shown that the 

variable Online Analytical Processing had a mean practice of 

3.54, with a standard deviation of 1.06, indicating a medium 

degree of practice. 

Also, the variable Business Performance Management had a 

mean practice of 3.56, with a standard deviation of 0.98, 

indicating a medium degree of practice. Evenmore the 

variable Competitive Intelligence had a mean practice of 

3.55, with a standard deviation of 1.09, indicating a medium 

degree of practice. in addition, The variable Employees 

Knowledge had a mean practice of 3.52, with a standard 

deviation of 1.08, indicating a medium degree of practice. 

Although, the independent variable Business Intelligence had 

a mean practice of 3.55, with a standard deviation of 1.04, 

indicating a medium degree of practice. the dependent 

variable Human Capital Development had a mean practice of 

3.47, with a standard deviation of 1.06, indicating a medium 

degree of practice. Additionally, the simple regression 

analysis indicated a statistically significant positive effect of 

the independent variable Business Intelligence on the 

dependent variable Knowledge of Employees, with an effect 

value of 0.563. The overall model was statistically 

acceptable, with an F value of 67.8. as well as, the multiple 

regression analysis indicated that the independent variables 

Online Analytical Processing, Business Performance 

Management, and Competitive Intelligence all had a 

statistically significant positive effect on the dependent 

variable Human Capital Development, with effect values of 

0.15, 0.165, and 0.22, respectively. The overall model was 

statistically acceptable, with an F value of 12.9. 

 

Conclusion and Recommendations 

The objective of this study is to examine the implementation 

and usage of business intelligence systems within the banking 

sector in Jordan, specifically focusing on their application in 

human resource management. Furthermore, the research 

aimed to ascertain efficacious approaches for enhancing the 
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human resources of these financial institutions. This study 

highlights the significance of business intelligence systems in 

augmenting the development of human capital as a strategic 

necessity. The present study employed a descriptive and 

analytical methodology to gather data from male and female 

bank employees in the country of Jordan. To procure the 

requisite data, the researcher disseminated a questionnaire 

among the study participants. A total of 350 surveys were 

distributed. The collected data was subsequently subjected to 

analysis using the SPSS software. The study's findings 

indicate that the utilization of online analytical processing, 

business performance management, and competitive 

intelligence was reported to have a moderate prevalence. 

According to the viewpoints of employees, there was a 

discernible degree of implementation observed with regards 

to employee knowledge, experience, skills, value, training, as 

well as invention and innovation. The study additionally 

revealed that there was a moderate level of engagement 

observed with the independent variable, business 

intelligence, as well as the dependent variable, human capital 

development. The researcher suggests the following based on 

the literature review, previous studies, and findings of this 

study. So, it is recommended to focus on continuous 

evaluation of the efficiency of business intelligence 

competencies in Jordanian banks to enhance their 

development, as they play a crucial role in Human Resources 

development. Also, further research should be conducted, 

particularly in the Middle Eastern context, to gain a 

comprehensive understanding of the successful 

implementation and utilization of business intelligence in the 

financial sector. In addition, encouraging Jordanian banks 

and researchers to investigate success factors of business 

intelligence strategies in developing human resources in 

Jordanian banks. 
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