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ABSTRACT

The rapid advancement of Artificial Intelligence (Al) has transformed how organizations build
and sustain competitive advantage. However, investments in Al alone are insufficient to achieve
sustainable competitiveness without the support of strong organizational capabilities. This study
aims to develop a conceptual framework that explains the strategic role of Al-enabled Human
Capital in enhancing Organizational Resilience and Sustainable Competitiveness. Using a
Conceptual Literature Review (CLR) approach, the study synthesizes complementary
theoretical perspectives, including Human Capital Theory, the Resource-Based View, Dynamic
Capabilities Theory, and Risk Governance Theory, supported by contemporary literature on
artificial intelligence, strategic management, financial policy, risk governance, and
organizational resilience. The study proposes an Integrated Strategic Capability Framework that
explains how organizations transform Al investments into sustainable competitive advantage
through the interaction of four strategic capabilities: Financial Policy, Risk Governance, Al-
enabled Human Capital, and Organizational Resilience. Within this framework, Al-enabled
Human Capital is positioned as the central strategic capability that integrates human expertise,
Al technologies, organizational learning, and strategic decision-making. The proposed
framework contributes to the theoretical development of Al-driven strategic management while
offering practical guidance for organizations in designing Al-based transformation strategies.
Nevertheless, further empirical studies are required to validate the proposed framework across
diverse organizational contexts.

Keywords: Artificial Intelligence; Al-enabled Human Capital; Conceptual Literature Review;
Organizational Resilience; Risk Governance.

ABSTRAK

Perkembangan kecerdasan buatan (Artificial Intelligence atau Al) telah mengubah cara
organisasi membangun keunggulan bersaing, namun investasi teknologi Al belum tentu
menghasilkan daya saing yang berkelanjutan tanpa didukung kapabilitas organisasi yang
memadai. Penelitian ini bertujuan mengembangkan kerangka konseptual yang menjelaskan
peran strategis Al-enabled Human Capital dalam meningkatkan Organizational Resilience dan
Sustainable Competitiveness. Penelitian menggunakan metode Conceptual Literature Review
(CLR) dengan mengintegrasikan berbagai perspektif teoretis yang saling melengkapi, melijputi
Human Capital Theory, Resource-Based View, Dynamic Capabilities Theory, dan Risk
Governance Theory, serta didukung oleh literatur kontemporer mengenai kecerdasan buatan,
manajemen strategis, kebijakan keuangan, tata kelola risiko, dan ketahanan organisasi. Hasil
kajilan menghasilkan sebuah Integrated Strategic Capability Framework yang menjelaskan
bagaimana organisasi mentransformasikan investasi Al menjadi keunggulan bersaing
berkelanjutan melalui interaksi empat kapabilitas utama, yaitu Financial Policy, Risk Governance,
Al-enabled Human Capital, dan Organizational Resilience. Dalam kerangka tersebut, Al-enabled
Human Capital diposisikan sebagai kapabilitas strategis utama yang mengintegrasikan sumber
daya manusia, teknologi Al, pembelajaran organisasi, dan pengambilan keputusan strategis.
Kerangka konseptual yang diusulkan memberikan kontribusi terhadap pengembangan teori
sekaligus menawarkan implikasi praktis bagi organisasi dalam merancang strategi transformasi
berbasis Al. Meskipun demikian, kerangka ini masih memeriukan pengujian empiris pada
berbagai konteks organisasi untuk menguji validitas dan generalisasinya.
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INTRODUCTION

Artificial intelligence (Al) has evolved beyond its traditional role as an automation
technology to become a strategic organizational resource that increasingly shapes
competitiveness in the digital economy. Across industries, organizations are leveraging Al to
enhance managerial decision-making, accelerate innovation, optimize operational efficiency,
strengthen customer engagement, and improve organizational adaptability in rapidly changing
business environments. With continuing advances in machine learning, generative Al, predictive
analytics, and intelligent decision-support systems, organizations are making substantial
investments to embed Al within their long-term strategic transformation agendas. As a result, Al
is no longer perceived merely as a technological innovation but as an organizational capability
that fundamentally influences how firms create value, respond to environmental uncertainty,
and sustain competitive advantage (Dwivedi et al., 2023; Verhoef et al., 2021; Brynjolfsson et
al., 2023)

Despite unprecedented investment in Al technologies, accumulating evidence indicates
that technological adoption alone rarely guarantees sustainable organizational performance.
Numerous Al initiatives have failed to deliver the expected strategic benefits because
organizations often place greater emphasis on technological sophistication than on the
organizational capabilities required to leverage Al effectively. Successful Al implementation
depends not only on technological infrastructure but also on employees' ability to interpret Al-
generated insights, collaborate with intelligent systems, continuously develop new
competencies, and integrate Al into both strategic and operational decision-making processes.
Without these complementary capabilities, Al investments frequently remain isolated
technological assets that contribute little to long-term organizational competitiveness
(Brynjolfsson et al., 2023; Jarrahi et al., 2023).

This growing recognition has shifted scholarly attention from technological capability
toward human capability as the principal determinant of successful Al transformation. Rather
than replacing human resources, Al increasingly complements human intelligence by expanding
analytical capacity, improving decision quality, facilitating organizational learning, and enabling
more agile organizational adaptation. Consequently, organizations require employees who
possess not only professional expertise but also Al literacy, digital adaptability, analytical
reasoning, collaborative intelligence, ethical awareness, and the ability to work effectively
alongside intelligent systems. These emerging competency requirements have stimulated the
development of the concept of Al-enabled Human Capital, which represents the integration of
human expertise with Al-supported capabilities to generate superior organizational
performance.

Although the concept of Al-enabled Human Capital has recently attracted considerable
scholarly attention, existing literature predominantly conceptualizes it as an extension of
workforce digital competency, Al literacy, or employee readiness for technological change.
While these perspectives provide valuable insights into workforce development, they remain
largely operational in nature. Existing studies continue to emphasize individual employee
competencies while offering only limited theoretical explanation of how Al-enabled Human
Capital functions as an organizational capability that transforms Al investment into sustained
organizational value. As a result, current research provides only a partial understanding of the
strategic role of Al-enabled Human Capital in enabling organizations to achieve long-term
competitiveness under conditions of technological disruption.

The strategic importance of Al-enabled Human Capital can be better understood
through the complementary perspectives of Human Capital Theory, the Resource-Based View
(RBV), and Dynamic Capabilities Theory. Human Capital Theory explains that employees'
knowledge, expertise, and competencies constitute valuable organizational assets capable of
enhancing productivity and organizational performance (Becker, 1993). The Resource-Based
View further argues that sustainable competitive advantage originates from organizational
resources that are valuable, rare, inimitable, and non-substitutable (Barney, 1991). Meanwhile,
Dynamic Capabilities Theory emphasizes that organizations sustain competitiveness by
continuously sensing environmental change, seizing strategic opportunities, and reconfiguring
organizational resources in response to evolving market conditions (Teece et al., 1997; Teece,
2018). Taken together, these complementary theoretical perspectives suggest that the strategic
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value of Al lies not in the technology itself, but in an organization's ability to integrate Al with
human expertise, organizational learning, and adaptive decision-making.

From this perspective, Al-enabled Human Capital should be understood not merely as a
collection of Al-related competencies but as a higher-order organizational capability that
enables firms to integrate technological resources, human expertise, adaptive learning, and
strategic judgment into a coherent capability system. Unlike Al technologies, which are
becoming increasingly accessible across industries, Al-enabled Human Capital is embedded
within organizational knowledge, routines, collaborative learning processes, and managerial
decision-making. These embedded characteristics make it considerably more difficult for
competitors to replicate, thereby positioning Al-enabled Human Capital as a distinctive source
of sustainable competitive advantage.

However, organizations operating in Al-driven environments face challenges that
extend beyond workforce capability alone. Al adoption simultaneously introduces increasingly
complex organizational risks, including cybersecurity threats, algorithmic bias, data privacy
concerns, regulatory uncertainty, ethical accountability, and governance complexity. In
response to these challenges, organizations require governance mechanisms capable of
ensuring that Al technologies are implemented responsibly while maintaining stakeholder trust
and organizational legitimacy. Risk governance therefore represents more than a compliance
mechanism; it functions as a strategic organizational capability that supports responsible Al
implementation and strengthens long-term organizational resilience (Aven & Renn, 2027;
Dwivedi et al., 2023).

Alongside human capability and governance, strategic organizational investment also
plays a critical role in enabling successful Al transformation. Organizations require sustained
financial commitment not only to acquire Al technologies but also to support workforce
capability development, organizational learning, governance systems, and continuous
innovation. From this perspective, Financial Policy provides the strategic resources that enable
organizations to build the complementary capabilities required for long-term competitiveness.

The successful development of Al-enabled Human Capital and effective Al governance
also depends fundamentally on strategic organizational investment. Financial Policy determines
an organization's capacity to invest in Al infrastructure, workforce capability development,
digital transformation initiatives, governance systems, organizational learning, and continuous
innovation. From this perspective, Financial Policy should be viewed not merely as a budgeting
function but as a strategic investment enabler that provides the resources necessary to develop
the organizational capabilities required for long-term competitiveness.

The interaction among these organizational capabilities becomes increasingly important
as organizations seek to strengthen organizational resilience. Contemporary organizations
operate in environments characterized by technological disruption, economic volatility,
geopolitical instability, and rapidly evolving stakeholder expectations. Under these conditions,
Organizational Resilience has emerged as a dynamic organizational capability that enables firms
to anticipate disruption, absorb shocks, adapt continuously, and sustain strategic performance
over time (Duchek, 2020; Hillmann & Guenther, 2021). Rather than representing merely an
organizational outcome, resilience functions as the capability through which strategic
investments and organizational resources are transformed into sustainable competitive
performance.

Despite substantial advances in research on artificial intelligence, human capital,
organizational resilience, and risk governance, the existing body of knowledge remains
conceptually fragmented in several important respects. First, previous studies have largely
examined these constructs in isolation, resulting in only limited understanding of their strategic
interrelationships. Second, Al-enabled Human Capital is commonly conceptualized as
workforce readiness or digital competency rather than as the central organizational capability
that integrates technological investment with broader organizational transformation. Third,
insufficient theoretical attention has been given to explaining how Financial Policy, Al-enabled
Human Capital, Risk Governance, and Organizational Resilience interact to generate Sustainable
Competitiveness. Consequently, existing research has yet to provide a comprehensive
theoretical explanation of the organizational mechanisms through which investments in artificial
intelligence are transformed into enduring competitive advantage.

To address these conceptual limitations, this study develops an Integrated Strategic
Capability Framework that reconceptualizes Al-enabled Human Capital as the central
organizational capability through which investments in artificial intelligence are transformed into
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Sustainable Competitiveness. Rather than treating Artificial Intelligence, Financial Policy, Risk
Governance, and Organizational Resilience as independent organizational constructs, the
proposed framework explains how these complementary capabilities interact within a coherent
strategic capability architecture. Specifically, Financial Policy is conceptualized as a strategic
investment enabler, Al-enabled Human Capital as the central strategic capability, Risk
Governance as the organizational governance mechanism, and Organizational Resilience as the
dynamic organizational capability that collectively enables organizations to create Sustainable
Competitiveness. By integrating these complementary perspectives, the framework provides a
more comprehensive theoretical explanation of how organizations convert technological
investment into enduring strategic value.

This study makes three principal contributions to the emerging literature on artificial
intelligence and strategic management. First, it reconceptualizes Al-enabled Human Capital as
the central strategic capability that connects technological investment with long-term
organizational value creation. Second, it develops an Integrated Strategic Capability Framework
that explains the complementary relationships among Financial Policy, Al-enabled Human
Capital, Risk Governance, and Organizational Resilience within a coherent capability
architecture leading to Sustainable Competitiveness. Third, it provides an integrative theoretical
foundation that extends existing conceptualizations of Al-enabled Human Capital beyond Al
literacy, workforce readiness, and digital competency by positioning it as the strategic
mechanism through which organizations transform investments in artificial intelligence into
enduring competitive advantage. Figure 1 summarizes the research positioning and conceptual
contribution of the study. It illustrates the progression from the identified conceptual
fragmentation in the existing literature to the proposed Integrated Strategic Capability
Framework, highlighting how the study addresses the theoretical gap through the integration of
complementary organizational capabilities. This visual representation serves as the conceptual
bridge between the research problem introduced in this section and the theory-building
approach presented in the following methodology.

™

Figure 1. Research positioning and conceptual contribution of the study

Building upon the conceptual positioning presented in Figure 1, the following section
explains the methodological approach adopted to develop the proposed framework.
Specifically, this study employs a Conceptual Literature Review (CLR) to integrate
complementary theoretical perspectives and construct an Integrated Strategic Capability
Framework grounded in contemporary scholarship on artificial intelligence, strategic
management, human capital, financial policy, risk governance, and organizational resilience.

RESEARCH METHOD

This study adopts a Conceptual Literature Review (CLR) as its primary research design
to develop an integrated theoretical framework that explains the strategic role of Al-enabled
Human Capital in enhancing Organizational Resilience and Sustainable Competitiveness. A CLR
is particularly appropriate when the objective extends beyond summarizing existing knowledge
to generating new conceptual insights and advancing theory development. Rather than
emphasizing exhaustive evidence aggregation, a CLR seeks to synthesize fragmented
theoretical perspectives, identify conceptual inconsistencies, establish new relationships
among organizational constructs, and develop coherent theoretical explanations for emerging
organizational phenomena (Snyder, 2019; Jaakkola, 2020; Paul & Criado, 2020).

The selection of a CLR is further justified by the interdisciplinary nature of this study,

2237 2 Jacobalis, R. J., etal



=

i
Jurnal Minfo Polgan (JMP)—- Vol 15 No 2, Mei-Agustus 2026 N

J MINFO POLGAN

v

which integrates concepts from strategic management, human resource management, artificial
intelligence, financial policy, organizational resilience, and risk governance. Existing research
has generally examined these domains independently, resulting in fragmented theoretical
explanations of how organizations transform investments in artificial intelligence into
Sustainable Competitiveness. Accordingly, a conceptual review provides the most appropriate
methodological foundation for integrating complementary theoretical perspectives into a unified
strategic capability framework.

Unlike Systematic Literature Reviews (SLRs), which primarily seek to identify and
synthesize empirical evidence through structured review protocols such as PRISMA, the
objective of the present study is theory building rather than evidence aggregation.
Consequently, methodological rigor is established through conceptual integration, theoretical
coherence, logical consistency, and interdisciplinary synthesis instead of exhaustive article
screening. This methodological orientation is consistent with Jaakkola (2020), who argues that
conceptual articles should prioritize the development of new theoretical understanding through
the critical interpretation and integration of existing knowledge.

The proposed framework is grounded in four complementary theoretical perspectives:
Human Capital Theory, the Resource-Based View (RBV), Dynamic Capabilities Theory, and Risk
Governance Theory. Rather than treating these theories as independent explanatory lenses, this
study integrates their complementary assumptions to explain how Al-enabled Human Capital
functions as the central strategic capability linking Financial Policy, Risk Governance,
Organizational Resilience, and Sustainable Competitiveness. This integrated theoretical
perspective provides the conceptual foundation for the framework developed and discussed
throughout the subsequent sections of this article.

To ensure both conceptual breadth and theoretical rigor, the literature search was
conducted systematically while remaining fully aligned with the objectives of a Conceptual
Literature Review (CLR). Rather than seeking exhaustive evidence aggregation, the search
strategy was designed to identify influential theoretical and empirical studies that collectively
explain the strategic relationships among Al-enabled Human Capital, Financial Policy, Risk
Governance, Organizational Resilience, and Sustainable Competitiveness.

Relevant publications were retrieved from internationally recognized scholarly
databases, including Scopus, Web of Science, ScienceDirect, SpringerLink, Emerald Insight,
Taylor & Francis Online, and Google Scholar. These databases were selected because they
provide extensive coverage of high-quality literature across the disciplines of strategic
management, human resource management, artificial intelligence, information systems,
finance, and organizational studies. Collectively, these sources provide a robust theoretical
foundation for interdisciplinary theory development.

The literature search primarily focused on publications published between 2020 and
2025 to capture recent developments in artificial intelligence, digital transformation, and
strategic capability research. However, seminal theoretical contributions—including Human
Capital Theory, the Resource-Based View (RBV), and Dynamic Capabilities Theory—were
intentionally retained because they provide the foundational concepts required for constructing
the proposed framework. This balanced selection strategy ensured that the review remained
both contemporary and theoretically grounded.

Rather than pursuing exhaustive literature coverage, the search strategy emphasized
conceptual relevance, theoretical contribution, scholarly credibility, and alignment with the
objective of theory building. Consequently, the selected literature comprises influential
publications that collectively support the development of the proposed Integrated Strategic
Capability Framework. This approach is consistent with the purpose of a Conceptual Literature
Review, which prioritizes conceptual integration and theoretical advancement over
comprehensive evidence aggregation (Jaakkola, 2020; Snyder, 2019).

Literature selection prioritized peer-reviewed journal articles published in reputable
academic sources that offered substantial theoretical contributions relevant to the development
of the proposed framework. Rather than emphasizing publication quantity, the selection process
focused on conceptual relevance, theoretical rigor, interdisciplinary significance, and the
potential to contribute to theory building. Publications lacking direct conceptual relevance to the
research objective were not included in the conceptual synthesis.
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Table 1. Literature Search Protocol

Item Description
Review Design Conceptual Literature Review
Primary Objective  Theory Building
Scopus, Web of Science, ScienceDirect, SpringerLink, Emerald Insight,
Taylor & Francis Online, Google Scholar
Publication Period  2020-2025 (plus seminal theories)
Al-enabled Human Capital, Financial Policy, Risk Governance,
Organizational Resilience, Sustainable Competitiveness
Selection Criteria Conceptual relevance; theoretical contribution; scholarly credibility
Synthesis
Approach
Expected Output Integrated Strategic Capability Framework

Databases

Core Constructs

Comparative Theory Synthesis

Consistent with the objectives of a Conceptual Literature Review (CLR), literature
selection was guided primarily by conceptual relevance rather than exhaustive inclusion. The
purpose of the review was not to identify every available publication but to select studies
capable of making meaningful contributions to theory development and conceptual integration.
Accordingly, literature selection emphasized the relevance of each publication to the
development of the proposed Integrated Strategic Capability Framework. Five selection
principles guided the review process. First, priority was given to recent peer-reviewed journal
articles published between 2020 and 2025, while seminal theoretical publications were
intentionally retained to establish the conceptual foundations of the proposed framework.
Second, selected studies were required to address at least one of the principal constructs
examined in this study, namely Al-enabled Human Capital, Financial Policy, Risk Governance,
Organizational Resilience, or Sustainable Competitiveness. Third, only publications
demonstrating clear theoretical or conceptual contributions were included to ensure
consistency with the theory-building objective of the review. Fourth, publications were required
to be directly relevant to organizational, management, business, information systems, finance,
or broader social science contexts. Finally, studies focusing exclusively on technical Al
development, engineering applications, or algorithmic performance without explicit
organizational implications were excluded because they fell outside the conceptual scope of
this study.

Collectively, these selection principles ensured that the reviewed literature provided a
coherent theoretical foundation while maintaining methodological transparency, conceptual
consistency, and interdisciplinary integration. Consequently, the resulting literature base was
considered appropriate for developing the proposed Integrated Strategic Capability Framework.

Table 2. Literature Selection Principles

Selection
Principle
Publication Period = 2020-2025, plus seminal theoretical studies
Publication Type Peer-reviewed journal articles and seminal theoretical works
Al-enabled Human Capital; Financial Policy; Risk Governance;
Organizational Resilience; Sustainable Competitiveness
Selection Basis Conceptual relevance and theoretical contribution
Organization; strategic management; business; information systems;
finance; social sciences
Exclusion Criteria Technical Al studies without explicit organizational implications

Description

Core Constructs

Research Context

Following the literature selection process, the identified studies were synthesized
through a structured theory-building procedure designed to develop an integrated conceptual
framework. Consistent with the objectives of a Conceptual Literature Review (CLR), the
analytical process emphasized conceptual interpretation and theoretical integration rather than
statistical aggregation or quantitative evidence synthesis. The conceptual synthesis proceeded
through five sequential stages. First, concept identification involved extracting the principal
constructs discussed across the selected literature, including Al-enabled Human Capital,
Financial Policy, Risk Governance, Organizational Resilience, and Sustainable Competitiveness.
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Second, theory comparison examined how Human Capital Theory, the Resource-Based View
(RBV), Dynamic Capabilities Theory, and Risk Governance Theory explain the relationships
among these principal constructs. Third, concept integration identified areas of theoretical
convergence, complementarity, and conceptual inconsistency to establish coherent
relationships across the four complementary theoretical perspectives. Fourth, framework
development synthesized the integrated concepts into an Integrated Strategic Capability
Framework, positioning Al-enabled Human Capital as the central strategic capability linking
Financial Policy, Risk Governance, Organizational Resilience, and Sustainable Competitiveness.
Finally, theoretical contribution evaluated how the proposed framework extends existing
literature by providing a new conceptual explanation of the organizational mechanisms through
which investments in artificial intelligence are transformed into long-term Sustainable
Competitiveness.

The overall conceptual synthesis procedure adopted in this study is summarized in
Figure 2, which illustrates the sequential process of literature selection, theoretical comparison,
conceptual integration, framework development, and theory-building. The workflow
demonstrates how complementary theoretical perspectives were systematically integrated to
construct the proposed Integrated Strategic Capability Framework.
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IDENTIFICATION SELECTION EXTRACTION col OF'
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Figure 2. Conceptual litarature review and theory development process

RESULTS AND DISCUSSION
Reconceptualizing Al-enabled Human Capital as the Central Strategic Capability

The rapid advancement of artificial intelligence (Al) has fundamentally reshaped how
organizations create value, foster innovation, and make strategic decisions. Although
organizations continue to invest substantially in Al technologies, growing evidence suggests
that technological investment alone is insufficient to achieve Sustainable Competitiveness. Al
applications, regardless of their technical sophistication, remain organizational resources whose
strategic value depends on employees' ability to interpret Al-generated insights, integrate
technological capabilities into organizational routines, and transform data-driven knowledge
into effective managerial actions. Accordingly, competitive success depends not solely on Al
adoption but on the organizational capability to integrate human intelligence and artificial
intelligence in a coordinated and adaptive manner.

Existing literature has generally conceptualized Al-enabled Human Capital as an
extension of digital competence, Al literacy, employee readiness, or technology-related skills.
From this perspective, Al-enabled Human Capital primarily reflects employees' capability to
utilize Al technologies effectively within their respective functional responsibilities. While this
perspective has contributed substantially to the literature on workforce development and digital
transformation, it remains largely operational by emphasizing individual competencies rather
than explaining the broader organizational mechanisms through which Al creates strategic
value.

This study argues that the prevailing perspective provides only a partial understanding
of Al-enabled Human Capital. In Al-driven organizations, the strategic value of human capital
extends far beyond technical competence or Al literacy. Employees are required to integrate
analytical reasoning, organizational learning, collaborative intelligence, ethical judgment,
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adaptive decision-making, and continuous knowledge renewal while working alongside
intelligent technologies. Collectively, these complementary capabilities enable organizations not
only to utilize Al systems effectively but also to transform technological investments into
organizational capabilities that are difficult for competitors to replicate.

Accordingly, this study reconceptualizes Al-enabled Human Capital as the central
strategic capability that integrates human expertise, Al-supported intelligence, organizational
learning, adaptive capability, and strategic decision-making into a coherent organizational
capability system. Unlike previous studies that primarily emphasize workforce readiness, the
present study positions Al-enabled Human Capital as the principal organizational mechanism
through which technological resources are transformed into sustainable organizational value.
This reconceptualization shifts the analytical focus from technology utilization to capability
integration, emphasizing that Al itself does not constitute the primary source of competitive
advantage. Rather, long-term Sustainable Competitiveness emerges from an organization's
ability to continuously develop, coordinate, and strategically deploy Al-enabled Human Capital.

This conceptualization is supported by the complementary perspectives of Human
Capital Theory, the Resource-Based View (RBV), and Dynamic Capabilities Theory. Human
Capital Theory explains that employees' knowledge, expertise, and competencies constitute
productive organizational assets capable of generating superior organizational performance.
The Resource-Based View further argues that sustainable competitive advantage originates
from organizational resources that are valuable, rare, inimitable, and non-substitutable.
Meanwhile, Dynamic Capabilities Theory emphasizes an organization's ability to continuously
sense environmental change, seize strategic opportunities, and reconfigure organizational
resources in response to rapidly evolving competitive conditions. Taken together, these
complementary theoretical perspectives indicate that the strategic significance of Al-enabled
Human Capital lies not in isolated employee competencies but in its capacity to integrate
organizational knowledge, technological resources, and adaptive learning into an enduring
strategic capability. The present study therefore extends previous theoretical perspectives by
proposing that Al-enabled Human Capital possesses the characteristics of a higher-order
organizational capability.

Rather than functioning in isolation, it orchestrates complementary organizational
capabilities, including Financial Policy, Risk Governance, and Organizational Resilience, to
create sustainable organizational value. Financial Policy provides the strategic resources
necessary for capability development; Al-enabled Human Capital integrates these
organizational resources into strategic capabilities; Risk Governance ensures responsible and
trustworthy Al implementation; and Organizational Resilience enables organizations to adapt
continuously to technological and environmental disruptions. Al-enabled Human Capital serves
as the integrative strategic capability that aligns these complementary organizational
capabilities toward Sustainable Competitiveness. This higher-order perspective distinguishes
Al-enabled Human Capital from conventional human capital by emphasizing its integrative role
in orchestrating complementary organizational capabilities rather than merely enhancing
individual employee competencies.

This interpretation further explains why organizations investing comparable resources
in Al technologies frequently achieve markedly different organizational outcomes. Variations in
competitive performance cannot be explained solely by technological infrastructure or the
sophistication of Al applications. Instead, they primarily reflect differences in an organization's
capability to cultivate Al-enabled Human Capital capable of integrating technological resources
with managerial expertise, organizational routines, collaborative learning, and strategic
decision-making. Consequently, organizations possessing stronger Al-enabled Human Capital
are better positioned to transform Al investments into innovation, Organizational Resilience, and
Sustainable Competitiveness than organizations relying primarily on technological acquisition
alone.

Furthermore, positioning Al-enabled Human Capital as the central strategic capability
contributes to the ongoing evolution of strategic management literature by connecting
previously fragmented research domains. Rather than examining Financial Policy, Risk
Governance, Organizational Resilience, and Al adoption as independent organizational
constructs, this study proposes that these complementary capabilities should be understood as
mutually reinforcing components within an integrated strategic capability system. This
perspective offers a more coherent explanation of how organizations adapt to Al-driven
environments while providing a stronger theoretical foundation for understanding Sustainable
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Competitiveness under conditions of continuous technological disruption.

The reconceptualization proposed in this study also carries important managerial
implications. Organizations seeking to maximize the strategic value of Al investments should
prioritize the continuous development of Al-enabled Human Capital rather than focusing
exclusively on technological acquisition. Strategic investment in employee capability
development, Al literacy, organizational learning, ethical governance, and adaptive leadership
becomes essential for transforming technological potential into sustainable organizational
performance. Accordingly, Al-enabled Human Capital should be regarded not merely as a
human resource initiative but as a long-term strategic capability that strengthens Organizational
Resilience and contributes to Sustainable Competitiveness.

Taken together, the preceding discussion demonstrates that Al-enabled Human Capital
should no longer be viewed merely as an Al-related employee competency. Instead, it should
be understood as the central strategic capability through which organizations integrate
technological investment, governance mechanisms, organizational resilience, and human
expertise to achieve Sustainable Competitiveness. This reconceptualization represents the
principal theoretical contribution of the present study and establishes the conceptual foundation
for the Integrated Strategic Capability Framework developed and examined in the subsequent
sections.

Financial Policy as a Strategic Investment Enabler

Financial Policy has traditionally been viewed as an organizational mechanism for
allocating financial resources, maintaining liquidity, controlling investment expenditures, and
supporting corporate growth. Within conventional financial management literature, strategic
financial decisions primarily focus on maximizing shareholder value through efficient capital
allocation, investment evaluation, and financial risk management. While these perspectives
remain fundamental, they provide only a partial explanation of the strategic role of Financial
Policy in organizations undergoing Al-driven transformation. Contemporary organizations
increasingly recognize that Financial Policy extends beyond budgeting and capital management
to function as a Strategic Investment Enabler for developing organizational capabilities that
support long-term Sustainable Competitiveness.

The accelerating adoption of artificial intelligence has substantially reshaped
organizational investment priorities. In addition to financing technological infrastructure,
organizations are required to invest continuously in employee capability development, Al
literacy, digital transformation initiatives, organizational learning systems, cybersecurity, ethical
Al governance, and organizational innovation. These investments differ from conventional
capital expenditures because their primary objective extends beyond technological acquisition
to capability development. Accordingly, the strategic value of Financial Policy increasingly
depends on its ability to sustain long-term organizational learning, capability renewal, and
continuous workforce development rather than merely supporting short-term operational
efficiency.

From the perspective of the Resource-Based View (RBV), sustainable competitive
advantage originates from organizational resources that are valuable, rare, inimitable, and
effectively organized. However, financial resources themselves rarely satisfy these criteria
because capital is generally accessible to competing organizations. Instead, competitive
advantage emerges from the strategic allocation of financial resources to develop
organizational capabilities that competitors cannot easily replicate. In Al-driven organizations,
this capability is represented by Al-enabled Human Capital, whose continuous development
requires sustained financial commitment to knowledge acquisition, workforce reskilling,
technological adaptation, and organizational learning.

This perspective suggests that Financial Policy should not be interpreted merely as a
financial control mechanism but rather as a Strategic Investment Enabler that creates the
organizational conditions necessary for developing Al-enabled Human Capital. Investments in
Al infrastructure alone rarely generate sustainable organizational value unless they are
accompanied by continuous investment in employees' analytical capability, Al literacy, adaptive
learning, collaborative intelligence, and strategic decision-making. Accordingly, Financial Policy
performs a critical enabling role by ensuring that organizations possess the strategic resources
required to cultivate these complementary capabilities, thereby strengthening Al-enabled
Human Capital as the central strategic capability within the proposed framework.

The dynamic nature of artificial intelligence requires organizations to adopt a long-term
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investment orientation. Unlike traditional technological investments, Al capabilities evolve
continuously in response to advances in algorithms, expanding data availability, regulatory
developments, and organizational learning. Accordingly, organizations must continuously
reallocate financial resources to support workforce reskilling, capability renewal, governance
enhancement, and innovation initiatives. Consequently, Financial Policy becomes an essential
strategic mechanism for maintaining organizational adaptability under conditions of continuous
technological uncertainty.

The relationship between Financial Policy and Al-enabled Human Capital also reflects
an important shift in strategic management thinking. Previous studies have frequently
conceptualized Financial Policy as an antecedent of organizational performance through its
influence on investment efficiency or financial flexibility. The present study extends this
perspective by proposing that Financial Policy contributes to Sustainable Competitiveness
indirectly through its capacity to enable the continuous development of Al-enabled Human
Capital. In other words, financial investment does not create sustainable competitive advantage
by itself; rather, competitive advantage emerges when financial investment is strategically
transformed into Al-enabled Human Capital as the organization's central strategic capability.

This interpretation is consistent with Dynamic Capabilities Theory, which emphasizes
the continuous reconfiguration of organizational resources in response to environmental
change. Financial Policy provides organizations with the flexibility required to sense emerging
technological opportunities, seize Al-driven innovations, and reconfigure organizational
capabilities accordingly. By supporting continuous investment in employee capability
development and organizational learning, Financial Policy strengthens the adaptive capacity of
Al-enabled Human Capital, thereby enhancing the organization's ability to respond effectively
to technological disruption.

From this perspective, the present study positions Financial Policy as a Strategic
Investment Enabler rather than merely a financial management function. lts principal
contribution lies in enabling the long-term development of Al-enabled Human Capital, which
subsequently strengthens Organizational Resilience and supports Sustainable Competitiveness.
Accordingly, Financial Policy should be understood not simply as a mechanism for allocating
financial resources but as a strategic capability enabler that facilitates the development of
higher-order organizational capabilities. This interpretation establishes the conceptual link
between organizational investment decisions and strategic capability development, while
providing the foundation for understanding the complementary role of Risk Governance in
ensuring that Al-enabled Human Capital evolves within a responsible, ethical, and resilient
organizational environment.

Risk Governance as a Strategic Governance Capability

The growing integration of artificial intelligence (Al) into organizational processes has
created unprecedented opportunities for innovation, operational efficiency, and strategic
decision-making. However, alongside these opportunities, Al adoption also introduces
increasingly complex organizational risks, including algorithmic bias, cybersecurity threats, data
privacy violations, ethical concerns, regulatory uncertainty, and diminished organizational
accountability. These emerging challenges suggest that the strategic value of Al cannot be
assessed solely in terms of technological performance but must also consider an organization's
capacity to govern Al responsibly. Accordingly, Risk Governance has become an indispensable
organizational capability that ensures Al-driven transformation remains trustworthy, resilient,
and strategically sustainable.

Conventional perspectives generally conceptualize Risk Governance as a mechanism
for identifying, assessing, mitigating, and monitoring organizational risks. Within this traditional
perspective, governance primarily functions as a compliance-oriented process designed to
minimize operational uncertainty and protect organizational assets. Although this perspective
remains essential, it provides only a partial explanation of governance in Al-driven
organizations. Artificial intelligence continuously evolves through adaptive algorithms, machine
learning, and autonomous decision-support systems, thereby generating dynamic risks that
cannot be effectively managed through conventional control mechanisms alone.

This study therefore proposes a broader conceptualization of Risk Governance as a
Strategic Governance Capability rather than merely a regulatory or compliance function. As
organizations increasingly rely on Al-supported decision-making, governance must extend
beyond risk prevention to enable responsible innovation, organizational learning, ethical
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accountability, and adaptive decision-making. Strategic Governance Capability provides the
institutional mechanisms through which organizations ensure that Al technologies remain
aligned with organizational objectives, stakeholder expectations, regulatory requirements, and
ethical principles, while simultaneously preserving organizational flexibility and innovation
capacity.

The strategic role of Risk Governance becomes particularly significant when examined
in relation to Al-enabled Human Capital. Employees working alongside intelligent technologies
are increasingly required to make decisions based on algorithmic recommendations, automated
analytical outputs, and complex digital information. Consequently, Al-enabled Human Capital
cannot function effectively without governance mechanisms that ensure transparency,
accountability, ethical standards, and organizational trust. Risk Governance therefore
establishes the institutional environment that enables employees to utilize Al confidently while
ensuring that technological innovation remains socially responsible and strategically aligned
with organizational values.

From the perspective of Dynamic Capabilities Theory, Risk Governance can be
interpreted as an adaptive organizational capability rather than merely a control mechanism.
Instead of imposing rigid control, Strategic Governance Capability facilitates continuous
organizational learning by enabling organizations to identify emerging technological risks,
respond proactively to regulatory developments, and continuously improve organizational
decision-making processes. This adaptive governance perspective is particularly important in
Al-driven environments, where technological advances frequently outpace formal regulations
and established organizational routines.

Furthermore, the relationship between Al-enabled Human Capital and Risk Governance
should be understood as mutually reinforcing rather than hierarchical. Al-enabled Human
Capital enhances an organization's capacity to recognize and respond to emerging
technological risks through advanced analytical capability, interdisciplinary collaboration, and
informed managerial judgment. Conversely, Risk Governance establishes organizational
structures, ethical guidelines, and decision-making protocols that strengthen employees' ability
to utilize Al responsibly. Together, these complementary capabilities create an organizational
environment in which innovation, accountability, and organizational trust reinforce one another
rather than compete.

The integration of Risk Governance with Al-enabled Human Capital also contributes
directly to Organizational Resilience. Organizations capable of governing Al responsibly are
better positioned to anticipate technological disruptions, maintain stakeholder trust, respond
effectively to regulatory developments, and recover more rapidly from unexpected
organizational challenges. Accordingly, Risk Governance should be viewed not as a constraint
on innovation but as a strategic organizational capability that enhances adaptability, resilience,
and long-term Sustainable Competitiveness.

This interpretation extends previous governance literature by shifting the analytical
emphasis from risk control to capability enablement. Rather than functioning solely as a
mechanism for minimizing uncertainty, Risk Governance becomes an organizational capability
that supports continuous organizational learning, responsible Al implementation, and strategic
capability development. Within the proposed Integrated Strategic Capability Framework, Risk
Governance complements Financial Policy by ensuring that investments in Al-enabled Human
Capital are implemented responsibly, ethically, and consistently with long-term organizational
objectives.

Collectively, the preceding analysis positions Risk Governance as a strategic
governance capability that strengthens Al-enabled Human Capital by creating an organizational
environment characterized by trust, accountability, ethical Al implementation, and adaptive
decision-making. Through this complementary role, Risk Governance enhances Organizational
Resilience and establishes the governance foundation required to sustain Sustainable
Competitiveness in increasingly complex Al-driven business environments. The following
section further explains how these complementary capabilities collectively contribute to the
development of Organizational Resilience as a dynamic organizational capability.

Organizational Resilience as a Dynamic Organizational Capability

The increasing complexity of contemporary business environments has elevated
Organizational Resilience from an operational concern to a strategic organizational capability.
Organizations are expected not only to withstand external disruptions but also to continuously
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adapt, learn, and transform in response to technological innovation, economic uncertainty,
geopolitical instability, regulatory developments, and rapidly evolving stakeholder expectations.
Within Al-driven environments, Organizational Resilience extends beyond an organization's
ability to recover from adversity; it reflects the capacity to sustain strategic performance and
ultimately support Sustainable Competitiveness while continuously adapting to dynamic and
unpredictable conditions.

Traditional literature generally conceptualizes Organizational Resilience as the
capability to anticipate disruptions, absorb unexpected shocks, recover organizational
functions, and restore operational stability. Although these perspectives remain highly relevant,
they predominantly emphasize resilience as a response to crisis events. However, this
perspective provides only a partial explanation of how organizations proactively develop
resilience through continuous capability development before disruptions occur. In environments
characterized by rapid technological transformation, resilience should be understood not merely
as organizational recovery but as a continuous process of adaptation, capability renewal, and
strategic learning.

This study therefore reconceptualizes Organizational Resilience as a dynamic
organizational capability that continuously enables organizations to integrate technological
innovation, human expertise, governance mechanisms, and strategic investment into sustained
organizational adaptability. Rather than functioning solely as an organizational outcome,
Organizational Resilience becomes a higher-order capability that enables organizations to
maintain Sustainable Competitiveness while responding effectively to continuous technological
disruption.

From the perspective of Dynamic Capabilities Theory, Organizational Resilience
emerges from an organization's ability to sense environmental change, seize emerging
opportunities, and reconfigure strategic resources in response to evolving competitive
conditions. These adaptive processes fundamentally depend on organizational learning,
managerial judgment, collaborative intelligence, and strategic flexibility. Accordingly,
Organizational Resilience cannot be developed independently of Al-enabled Human Capital,
Financial Policy, and Risk Governance. Instead, it represents the cumulative outcome of these
complementary capabilities operating within an integrated organizational system.

The present study argues that Al-enabled Human Capital serves as the principal
capability through which Organizational Resilience is developed. Employees possessing Al
literacy, analytical capability, adaptive learning capacity, collaborative intelligence, and strategic
decision-making competence are better equipped to recognize emerging organizational risks,
interpret Al-generated insights, respond rapidly to environmental uncertainty, and facilitate
continuous organizational adaptation. Accordingly, Al-enabled Human Capital strengthens
Organizational Resilience by enabling organizations to transform technological insights into
informed strategic responses rather than merely reactive operational adjustments.

The contribution of Financial Policy further reinforces this adaptive capability.
Continuous investment in workforce development, organizational learning, Al infrastructure,
governance systems, and innovation initiatives provides the strategic resources necessary for
organizations to sustain Organizational Resilience over time. Rather than focusing exclusively
on short-term financial efficiency, Financial Policy enables organizations to preserve their
adaptive capacity during periods of technological uncertainty and organizational change.

Similarly, Risk Governance complements Organizational Resilience by establishing
institutional mechanisms that promote transparency, accountability, ethical Al implementation,
and responsible organizational decision-making. Effective governance enables organizations to
anticipate technological vulnerabilities, strengthen stakeholder confidence, and maintain
organizational legitimacy while continuously embracing innovation. Consequently, Risk
Governance enhances Organizational Resilience not by constraining organizational change but
by ensuring that transformation occurs through responsible and strategically aligned
organizational processes.

Viewed collectively, these complementary capabilities demonstrate that Organizational
Resilience should not be interpreted as an isolated organizational outcome. Instead,
Organizational Resilience represents a dynamic organizational capability that emerges from the
interaction of strategic investment, responsible governance, and Al-enabled Human Capital.
This integrated perspective explains why organizations possessing comparable technological
resources frequently exhibit different levels of adaptability and long-term performance.
Ultimately, sustainable resilience depends less on technological sophistication than on an
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organization's capability to integrate human expertise, strategic investment, and governance
into a coherent adaptive system.

The proposed interpretation also extends existing resilience literature by positioning
Organizational Resilience as the critical organizational mechanism through which capability
development is transformed into enduring strategic performance. Rather than functioning as the
endpoint of organizational transformation, Organizational Resilience serves as the
organizational bridge connecting Al-enabled Human Capital with Sustainable Competitiveness.
Through continuous learning, adaptive capability, strategic flexibility, and responsible
governance, resilient organizations are better positioned to sustain competitive performance
under conditions of ongoing technological disruption.

From this perspective, the present study positions Organizational Resilience as a
dynamic organizational capability that integrates Financial Policy, Risk Governance, and Al-
enabled Human Capital into a coherent adaptive capability system. This reconceptualization
provides a more comprehensive theoretical explanation of organizational adaptation within Al-
driven environments and establishes the conceptual foundation for the Integrated Strategic
Capability Framework discussed in the following section.

Integrated Strategic Capability Framework

The preceding discussion demonstrates that Sustainable Competitiveness in Al-driven
environments cannot be adequately explained through isolated organizational capabilities.
Financial Policy, Al-enabled Human Capital, Risk Governance, and Organizational Resilience
each perform important strategic functions; however, their greatest organizational value
emerges when they operate as complementary and mutually reinforcing capabilities rather than
as independent organizational resources. Building upon the conceptual synthesis developed in
the preceding sections, this study proposes the Integrated Strategic Capability Framework,
positioning Al-enabled Human Capital as the central strategic capability through which
organizations transform investments in artificial intelligence into Sustainable Competitiveness.
The proposed framework is illustrated in Figure 3.
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Figure 3. Integrated stategic capability framework

Unlike previous conceptualizations that frequently examine financial investment, governance
mechanisms, human capital, or organizational resilience separately, the proposed framework
emphasizes the interaction among these complementary organizational capabilities. Financial
Policy and Risk Governance are conceptualized as strategic enablers, creating the
organizational conditions necessary for developing Al-enabled Human Capital. Financial Policy
provides the long-term strategic investment required to support workforce capability
development, Al infrastructure, organizational learning, and continuous innovation.
Simultaneously, Risk Governance establishes the institutional mechanisms that ensure Al
implementation remains transparent, ethical, accountable, and aligned with organizational
objectives. Together, these complementary enablers create an organizational environment that
supports the sustainable development of Al-enabled Human Capital.

At the core of the proposed framework lies Al-enabled Human Capital, which this study
reconceptualizes as the organization's central strategic capability. Rather than representing a
collection of Al-related employee competencies, Al-enabled Human Capital functions as an
integrative organizational capability that combines human expertise, Al literacy, adaptive
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learning, collaborative intelligence, organizational knowledge, and strategic decision-making
into a coherent capability system. Through this integrative capability, organizations are able to
translate technological investments into organizational learning, continuous innovation, and
adaptive managerial responses that are difficult for competitors to replicate.

The proposed framework further suggests that Organizational Resilience should be
understood as a dynamic organizational capability emerging from the interaction of Financial
Policy, Risk Governance, and Al-enabled Human Capital. Organizational Resilience is therefore
not merely an organizational outcome or a crisis recovery mechanism. Instead, it represents the
organization's continuing capacity to anticipate uncertainty, absorb disruption, reconfigure
organizational resources, and sustain strategic performance under rapidly changing
environmental conditions. Through continuous organizational learning and adaptive capability
development, Organizational Resilience becomes the organizational mechanism through which
strategic capabilities are translated into Sustainable Competitiveness.

Ultimately, the interaction among strategic enablers, Al-enabled Human Capital, and
Organizational Resilience produces Sustainable Competitiveness as the framework's principal
strategic outcome. Unlike conventional competitive advantage, which may depend on
temporary technological superiority or short-term operational efficiency, Sustainable
Competitiveness reflects an organization's long-term capacity to continuously create value,
innovate responsibly, adapt to technological disruption, and maintain stakeholder trust.
Accordingly, Sustainable Competitiveness emerges not from any single organizational
capability but from the continuous interaction of complementary strategic capabilities operating
within an integrated organizational system.

From a theoretical perspective, the proposed framework contributes to the literature in three
important ways. First, it reconceptualizes Al-enabled Human Capital as the central strategic
capability underlying Al-driven organizational transformation, extending previous studies that
primarily associate Al-enabled Human Capital with digital competence or workforce readiness.
Second, it integrates Human Capital Theory, the Resource-Based View (RBV), Dynamic
Capabilities Theory, and Risk Governance Theory into a coherent theoretical explanation of
capability development in Al-driven organizations. Third, it introduces a hierarchical capability
architecture consisting of strategic enablers (Financial Policy and Risk Governance), the central
strategic capability (Al-enabled Human Capital), the dynamic organizational capability
(Organizational Resilience), and the strategic outcome (Sustainable Competitiveness). This
hierarchical capability architecture provides a more comprehensive theoretical explanation of
how organizations transform investments in artificial intelligence into Sustainable
Competitiveness than previous studies examining these constructs in isolation.

The proposed framework also offers important managerial implications. Organizational
leaders should recognize that investments in Al technologies alone are unlikely to generate
Sustainable Competitiveness unless they are accompanied by continuous investment in human
capability development, responsible governance, and organizational adaptability. Financial
Policy should therefore prioritize long-term capability development rather than short-term
technological acquisition, while Risk Governance should foster responsible innovation without
constraining organizational learning. By positioning Al-enabled Human Capital at the center of
strategic transformation, organizations are better equipped to strengthen Organizational
Resilience and achieve Sustainable Competitiveness within increasingly complex Al-driven
environments.

Taken together, the Integrated Strategic Capability Framework proposed in this study
provides a coherent theoretical explanation of how organizations transform investments in
artificial intelligence into Sustainable Competitiveness through the development of
complementary organizational capabilities. Rather than viewing Financial Policy, Risk
Governance, Al-enabled Human Capital, and Organizational Resilience as isolated
organizational constructs, the framework demonstrates that sustainable organizational success
depends on their continuous interaction within an integrated strategic capability system.
Consequently, the proposed framework constitutes the principal theoretical contribution of this
study while providing a robust conceptual foundation for future empirical research on Al-
enabled organizational transformation.

Theoretical and Managerial Implications
The Integrated Strategic Capability Framework proposed in this study provides important
implications for both theory and managerial practice by offering a more comprehensive

2247 S Jacobalis, R. J., et al



=

i
Jurnal Minfo Polgan (JMP)—- Vol 15 No 2, Mei-Agustus 2026 N

J MINFO POLGAN

v

explanation of how organizations transform investments in artificial intelligence into Sustainable
Competitiveness. Unlike previous studies that primarily examine Al adoption, human capital
development, Financial Policy, Risk Governance, and Organizational Resilience as independent
organizational constructs, the present study demonstrates that sustainable organizational
success emerges from the dynamic interaction of complementary strategic capabilities
operating within an integrated organizational system. Consequently, the proposed framework
contributes not only to the growing literature on Al-enabled organizations but also to broader
discussions on strategic capability development and organizational adaptation in rapidly
evolving business environments.

From a theoretical perspective, the principal contribution of this study lies in the
reconceptualization of Al-enabled Human Capital. Existing literature has predominantly
interpreted Al-enabled Human Capital as an extension of digital competence, Al literacy, or
workforce readiness. Although these perspectives remain valuable, they provide only a partial
explanation of the organizational mechanisms through which Al-related competencies generate
long-term strategic value. This study extends previous conceptualizations by positioning Al-
enabled Human Capital as the central strategic capability that integrates technological
resources, organizational knowledge, adaptive learning, collaborative intelligence, and
managerial decision-making into a coherent capability system. This reconceptualization also
extends Human Capital Theory by emphasizing organizational capability integration rather than
individual employee competence alone.

The study also contributes to the strategic management literature by integrating Human
Capital Theory, the Resource-Based View (RBV), Dynamic Capabilities Theory, and Risk
Governance Theory into a unified conceptual explanation. Previous research has generally
applied these theories independently to explain different dimensions of organizational
performance. In contrast, the proposed framework demonstrates how these complementary
theoretical perspectives collectively explain the transformation of investments in artificial
intelligence into Sustainable Competitiveness. By integrating these complementary theories, the
framework offers a more holistic explanation of organizational capability development than
models that focus primarily on isolated organizational resources or technological adoption.

Another important theoretical implication is the introduction of a hierarchical capability
architecture consisting of four interconnected capability levels. The first level comprises
strategic enablers, represented by Financial Policy and Risk Governance, which create the
organizational conditions necessary for capability development. The second level consists of
Al-enabled Human Capital as the central strategic capability, responsible for integrating
organizational knowledge, Al-supported intelligence, and adaptive decision-making. The third
level comprises Organizational Resilience as the dynamic organizational capability that enables
organizations to sustain adaptation under conditions of continuous environmental uncertainty.
Finally, these complementary capabilities collectively generate Sustainable Competitiveness as
the organization's long-term strategic outcome. This hierarchical capability architecture
provides a more comprehensive explanation of organizational capability development than
previous studies that examine these constructs independently or through linear causal models.

The proposed framework also offers important managerial implications for organizational
leaders responsible for digital transformation initiatives. First, organizations should prioritize
continuous capability development rather than focusing exclusively on technological
acquisition. Although Al technologies are becoming increasingly accessible across industries,
Al-enabled Human Capital remains considerably more difficult to imitate because it is embedded
in organizational knowledge, learning routines, collaborative culture, and managerial expertise.
Accordingly, investments in employee capability development should be regarded as long-term
strategic investments rather than short-term operational expenditures.

Second, Financial Policy should be strategically aligned with long-term organizational
capability development. Strategic financial decisions should support sustained investment in
workforce development, Al literacy, digital learning systems, organizational innovation, and
continuous capability renewal. Such investments strengthen the organization's capacity to
develop Al-enabled Human Capital, thereby enhancing Organizational Resilience and ultimately
contributing to Sustainable Competitiveness. Third, organizations should recognize Risk
Governance as an organizational capability that enables responsible innovation rather than
merely a compliance function. Responsible Al implementation requires governance mechanisms
that ensure transparency, accountability, ethical decision-making, regulatory compliance, and
stakeholder trust while simultaneously supporting organizational innovation. Accordingly, Risk
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Governance should facilitate organizational learning and responsible Al adoption rather than
constrain technological transformation. Finally, organizations should proactively develop
Organizational Resilience through continuous learning, adaptive leadership, strategic flexibility,
and interdisciplinary collaboration rather than viewing it solely as a crisis response capability.
Organizations capable of integrating these complementary capabilities are better positioned to
sustain Sustainable Competitiveness under conditions of technological disruption, regulatory
uncertainty, and rapidly evolving market environments.

Taken together, the theoretical and managerial implications discussed above reinforce the
central proposition of this study: Sustainable Competitiveness in Al-driven organizations
depends less on technological sophistication than on the organization's ability to strategically
integrate Financial Policy, Risk Governance, Al-enabled Human Capital, and Organizational
Resilience into a coherent capability system. Consequently, the Integrated Strategic Capability
Framework provides not only a robust theoretical foundation for future empirical research but
also a practical strategic roadmap for organizations seeking to achieve sustainable success in
the era of artificial intelligence.

CONCLUSION

This study developed an Integrated Strategic Capability Framework to explain how
organizations can transform investments in Artificial Intelligence (Al) into Sustainable
Competitiveness through the integration of four strategic capabilities: Financial Policy, Risk
Governance, Al-enabled Human Capital, and Organizational Resilience. Based on a Conceptual
Literature Review (CLR), the framework synthesizes complementary theoretical perspectives,
including Human Capital Theory, the Resource-Based View, Dynamic Capabilities Theory, and
Risk Governance Theory, to provide a comprehensive understanding of Al-driven organizational
transformation. The findings suggest that Al-enabled Human Capital serves as the central
strategic capability that integrates human expertise, Al technologies, organizational learning,
and strategic decision-making. Rather than viewing Al solely as a technological resource, the
proposed framework emphasizes that sustainable organizational value is created through the
alignment of financial policies, effective risk governance, and the continuous development of
human capabilities. This integrated perspective highlights the importance of balancing
technological advancement with organizational readiness to strengthen resilience and maintain
long-term competitiveness. The study contributes to the theoretical development of Al-enabled
strategic management by offering a holistic conceptual framework that integrates multiple
strategic capabilities into a unified model. In addition, it provides practical insights for
organizational leaders and policymakers in designing Al-based transformation strategies that
support organizational resilience and sustainable competitiveness. As a conceptual study, this
research has limitations because the proposed framework has not yet been empirically
validated. Therefore, future research is encouraged to examine the framework using
quantitative, qualitative, or mixed-method approaches across various industries and
organizational contexts to assess its validity, generalizability, and practical applicability.
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