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Abstract

Purpose: This study examines and synthesizes the literature on the relationships among organiza-
tional development, leadership style, teamwork, employee competence, and recruitment processes,
with emphasis on their collective contribution to sustainable organizational performance and com-
petitive advantage in both public and private organizations.

Research Methodology: A qualitative systematic literature review was conducted using peer-
reviewed journal articles and conference papers obtained from Google Scholar, ScienceDirect, and
other academic sources. Thematic analysis was applied to identify patterns and relationships among
the key variables.

Results: The findings indicate that organizational development is a continuous and planned pro-
cess supported by effective leadership, high-performing teamwork, employee competence, and
strategic recruitment. Transformational leadership promotes innovation and employee commit-
ment, teamwork enhances coordination and goal achievement, competency-based practices foster
high-performance cultures, and effective recruitment strengthens organizational performance and
retention. These factors are interconnected and collectively enhance organizational development
capacity.

Conclusions: Sustainable organizational development requires the integrated management of lead-
ership, teamwork, competence, and recruitment as a unified human resource system. Organizations
that develop these dimensions holistically are better positioned to achieve resilience, growth, and
long-term competitiveness.

Limitations: As a literature review, this study does not provide primary empirical evidence and
may be influenced by publication bias. The diversity of organizational contexts also limits the direct
applicability of findings.

Contributions: This study offers a conceptual framework linking leadership, teamwork, compe-
tence, and recruitment to organizational development and provides a foundation for future empirical
research in organizational management and human resource management.

Keywords: Additional Employee Competence, Human Resource Management, Leadership Style,
Organizational Development, Teamwork

How to Cite: Nuraeni, N., Nuruly, S., Harun, S. H., & Susanto, P. C. (2026). Organization
Development Projection: Leadership Style, Teamwork, Employee Competence, and Recruitment
Process. Journal of People, Culture, and Organizational Growth (JPCOG), 1(1), 11-20.

© 2026 Abnus | Open Access — CC BY 4.0 | abnus.co Page 11


mailto:nur.aini@umj.ac.id

1. Introduction

Organizational development, defined as a planned, systematic effort to improve an organization’s viability
and effectiveness through the strategic management of its human, structural, and cultural resources, has
become one of the central imperatives of contemporary management theory and practice (Adam et al.,
2020; Maulana et al., 2025). The core objective of organizational development is to enable organizations
to solve problems more effectively, adapt to changes in industry conditions, market dynamics, and
technological advancements, and sustain continuous improvement in performance outcomes (Akdere &
Egan, 2020; Azeem et al., 2021). Unlike one-time structural reorganizations, organizational development
is recognized as a long-term, iterative process encompassing the identification of performance gaps,
data-driven diagnosis, strategic intervention design, implementation, and evaluation (Kulkov et al., 2024;
Waruwu, 2016).

Four organizational variables have been consistently identified in the HRM and organizational behavior
literature as primary enablers of sustainable organizational development: leadership style, teamwork,
employee competence, and recruitment process (Walter, 2021). Leadership style—the characteristic
patterns through which leaders influence, motivate, and guide organizational members—shapes the
innovation capacity, adaptive culture, and employee commitment that determine whether development
initiatives succeed or stagnate (Adiguzel et al., 2020; Tannenbaum et al., 2021; Werdhiastutie et al.,
2020). Teamwork—the coordinated effort of individuals working together toward shared goals—provides
a collaborative infrastructure through which organizational knowledge is shared, problems are solved
collectively, and strategic actions are coordinated across functional boundaries (Dinh et al., 2021; Tobon
& Luna-Nemecio, 2021). Employee competence—the integrated combination of knowledge, skills,
attitudes, and behavioral orientations that enable individuals to perform effectively—is the human capital
foundation on which all organizational development ultimately rests (Aima et al., 2017; Duchek, 2020;
Taryaman et al., 2017). The recruitment process—the systematic identification, attraction, selection,
and onboarding of candidates who align with the organization’s competency requirements and cultural
values—determines the quality of human capital entering the organization and is thus the upstream
determinant of all subsequent development outcomes (Hamza et al., 2021).

The practical urgency of organizational development has been intensified by global disruptions, including
the COVID-19 pandemic, which exposed organizational fragility and demonstrated that only agile,
adaptable, and developmentally invested organizations—with capable leadership, strong team cohesion,
competent workforces, and sound human capital acquisition processes—are able to survive and recover
from systemic shocks (Tannenbaum et al., 2021). The importance of resilience-enabling organizational
capabilities has generated increased research attention but limited integrative synthesis, particularly with
respect to how leadership, teamwork, competence, and recruitment function as an interdependent system
rather than as separate management concerns (Albrecht & Marty, 2020; Dong, 2023).

This study addresses this gap through a systematic literature review with three objectives: (1) to synthesize
the evidence on how leadership style, teamwork, employee competence, and recruitment individually
contribute to organizational development; (2) to examine the relationships among these four supporting
variables; and (3) to develop a conceptual framework and research hypotheses connecting the five
variables for future empirical investigation.

2. Literature Review

2.1 Organizational Development

Organizational development is a planned, structured, and ongoing change process with specific organiza-
tional effectiveness goals, encompassing institutional updates, performance improvement initiatives, and
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capability expansion programs (Firdaus et al., 2021; Waruwu, 2016). SopyanAhman2015<empty citation>
established that organizational culture is a primary contextual determinant of the speed and success of
management-driven organizational development; organizations with cultures that value transparency,
collaboration, and continuous improvement are better positioned to execute development programs effec-
tively. Adam et al. (2020) specifically document that organizational commitment—cultivated through
cultural alignment and effective organizational communication—is essential for sustaining the changes
that development programs introduce.

The communication dimension of organizational development is particularly critical. Harahap et al.
(2021) document that clear communication systems create alignment between individual employees and
organizational goals, values, and aspirations, which enables coordinated development toward shared
objectives. Organizational development is ultimately realized through its impact on organizational
members: the attitudes, capabilities, and collaborative orientations of people constitute the primary
substrate for organizational change (Kulkov et al., 2024; Sasidaran, 2018).

2.2 Leadership Style

Leadership style is a critical determinant of organizational development capacity, shaping whether
organizations develop adaptive cultures, innovative capabilities, and employee commitment necessary
for sustaining planned change (Adiguzel et al., 2020; Rachman et al., 2025; Tannenbaum et al., 2021).
Organizations facing challenges of low innovation, reduced productivity, and performance goal at-
tainment require leadership capable of inspiring transformation—creating shared visions, modeling
change-supportive behaviors, and building the psychological safety within which employees engage
constructively with development initiatives (Fahrizal et al., 2025; Hendrarso et al., 2025). Transfor-
mational leadership specifically enables organizational development by aligning individual aspirations
with organizational goals, generating authentic motivation rather than compliance, and building the
collective efficacy that sustains development momentum through the inherently challenging process of
organizational change (N et al., 2015; Nugraheni et al., 2025).

Adiguzel et al. (2020) document that servant leadership—a style emphasizing followers’ development
and organizational mission over leader status—moderates the effectiveness of strategic HR management
practices on employee satisfaction and rule compliance, which are both critical to maintaining the
cultural discipline that organizational development requires (Abenoja et al., 2025; Bantilan et al.,
2024). Leaders who design explicit strategies for employee development—treating human capital
investment as both a retention mechanism and capability-building resource—are more likely to generate
a competent and motivated workforce that can sustain and extend organizational development gains
(KamaratriAdhikara2019; Alfian et al., 2024).

2.3 Teamwork

Teamwork is a structured collaborative mechanism through which organizational members coordinate
actions, share knowledge, and collectively pursue goals that exceed any individual’s capacity, making it an
essential structural dimension of organizational development (Dinh et al., 2021; Tannenbaum et al., 2021).
Dinh et al. (2021) specifically identified three core teamwork processes developed through empirical
research: mission analysis and strategy formation, transition processes between performance episodes,
and team action coordination. These processes are particularly relevant in organizational development
contexts, where cross-functional teams must analyze organizational gaps, design interventions, coordinate
implementation, and evaluate outcomes in complex, dynamic environments (Salas et al., 2020; Shaker
et al., 2024).

Tannenbaum et al. (2021) documented evidence-based strategies for managing teamwork in high-pressure
environments, including strategies for clinical care teams that directly translate to organizational crisis
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management. They emphasized that team effectiveness depends on both the design of team tasks and the
interpersonal processes through which team members develop shared mental models and collaborative
trust (Anderson et al., 2021). Effective coordination between organizational units and facilitated by
clear communication protocols and structured decision-making processes was documented by Waruwu
(2016) as a foundational enabler of organizational success, enabling efficient resource allocation, reduced
duplication, and faster organizational learning.

2.4 Employee Competence

Employee competence, the integration of knowledge, skills, attitudes, and behavioral orientations that
enable effective job performance and organizational contribution, is both a direct performance driver and
a foundational organizational development resource (Aima et al., 2017; Tahir, 2023; Taryaman et al.,
2017). Competency-based HR practices enable organizations to create high-performance cultures by
establishing clear standards for valued behaviors and outcomes across all HR processes—recruitment,
development, performance management, and succession—creating an integrated talent management
system in which competency is consistently assessed, rewarded, and developed (Aima et al., 2017;
Nuraeni et al., 2022).

Sasidaran (2018) documents that employee training and development activities—the primary mechanism
for competency enhancement—are important not only for their direct performance impact but also for
their symbolic organizational significance: training demonstrates institutional care for employee growth,
which in turn generates the reciprocal commitment and engagement that sustains high performance.
Firdaus et al. (2021) extend this finding to the communication dimension, showing that increased
cognitive and social performance—developed through competency enhancement programs—directly
improves organizational communication quality and developmental capacity. Career development
programs—structured investments in employees’ long-term competency trajectories—generate the
highest per-person organizational benefit when aligned with the organizational development strategy
(Muspawi, 2017; Parmenas, 2022).

2.5 Recruitment Process

The recruitment and selection process is an upstream human capital acquisition system that determines the
quality and fit of people entering the organization, establishing the human resource foundation on which
all subsequent organizational development must be built (Firman & Inrawati, 2023; Hamza et al., 2021).
Hamza et al. (2021) establish that recruitment and selection quality has a significant positive relationship
with organizational performance—organizations that implement rigorous, competency-aligned selection
processes attract and retain the human capital necessary to sustain development goals. The selection
process distinguishes between candidates who are offered positions and those who are not, based on their
alignment with role competency requirements, organizational culture fit, and growth potential, with the
latter being particularly critical for organizational development (Ismael & Othman, 2023; Moore et al.,
2020; Nuryani et al., 2023).

Moore et al. (2020), in a study of large US dairy farm employers, documented that employer management
quality, including the quality of recruitment practices, significantly affects employee satisfaction, engage-
ment, and retention outcomes. DaviesButler2022<empty citation> highlight an emerging recruitment
concern: the undervaluation of lived experience in disability workforce recruitment, which illustrates a
broader pattern of recruitment systems that fail to capture and leverage the full range of competencies
and perspectives diverse candidates offer. Effective recruitment also affects workforce compensation and
retention, as higher-quality selection processes enable organizations to offer competitive wages backed
by demonstrated value, thereby creating virtuous cycles of talent attraction and organizational capability
building.
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2.6 Conceptual Framework and Research Hypotheses

Drawing on the four literature review themes, this study proposes a conceptual framework in which
leadership style, teamwork, and the recruitment process independently and interactively influence organi-
zational development, with employee competence serving as a critical mediating mechanism. Leadership
style shapes both the organizational culture that enables effective teamwork and institutional investment
in employee development programs that build competence. The recruitment process determines the
baseline competency level of incoming employees, which, in turn, determines how quickly and effectively
development programs can build organizational capability. Teamwork processes translate individual com-
petencies into collective organizational performance, enabling coordinated problem-solving, knowledge
sharing, and adaptive action that constitute organizational development in practice.

Based on the literature synthesis, the following research hypotheses are proposed for empirical testing in
future primary research.

H; : Leadership style has a significantly positive effect on organizational development.

H, : Teamwork has a significantly positive effect on organizational development.

H; : Employee competence has a significantly positive effect on organizational development.
H, : The recruitment process has a significantly positive effect on organizational development.
Hs : Leadership style has a significantly positive effect on employee competence.

Hg The recruitment process has a significantly positive effect on employee competence.

3. Methodology

This study employs a qualitative systematic literature review methodology that is appropriate for syn-
thesizing and integrating knowledge across multiple studies on interrelated organizational constructs
(Creswell & Creswell, 2018). The systematic approach ensures transparency and reproducibility in
literature identification, while thematic synthesis enables the interpretive integration of findings across
studies with varying methodological designs, institutional contexts and national settings.

Literature was identified through systematic searches of Google Scholar, ScienceDirect, and reference
management platforms (Mendeley, Zotero) using keyword combinations including: ’organizational
development,” ’leadership style,” ‘teamwork,” ’employee competence,” 'recruitment and selection,” and
human resource management.” Studies were included if they addressed at least one of the five study
variables in an organizational management context, were published in peer-reviewed outlets, and were
available for full-text review. Studies addressing unrelated constructs or those without peer review were
excluded. Data extraction was conducted by identifying each source’s key constructs, major findings,
and theoretical contributions, followed by thematic coding across the five review themes.

4. Results and Discussion

Table 1 presents a synthesis matrix mapping the key findings from the reviewed studies to the five orga-
nizational development constructs examined in this review. The synthesis confirms that organizational
development is not a function of any single variable but an emergent property of the system comprising
leadership, teamwork, competence, and recruitment working in concert. Leadership style determines the
organizational climate within which development is attempted—transformational and servant leadership
styles specifically create the psychological safety, shared vision, and employee investment that enable de-
velopment programs to achieve behavioral and cultural change rather than merely procedural compliance
(N et al., 2015).
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Table 1. Synthesis of Literature Review Findings by Construct

Construct

Key Findings from Literature

Organizational Development Implica-
tion

Organizational De-
velopment

Planned, structured change process;
communication and culture as enablers
(Adam et al., 2020; Harahap et al., 2021;
Waruwu, 2016)

Development requires aligned culture,
strong communication, and employee
commitment to sustain planned change

Leadership Style

Transformational and servant leader-
ship enable innovation and employee
commitment; leader strategy design im-
proves competence (Adiguzel et al.,
2020; Kamaratri & Adhikara, 2019)

Leadership directly shapes development
culture and indirectly builds human cap-
ital through employee development in-
vestment

Teamwork

Three core teamwork processes: mis-
sion analysis, transition, team action;
evidence-based pandemic team manage-
ment (Dinh et al., 2021; Tannenbaum
et al., 2021)

Structured teamwork enables coordi-
nated development action and collective
learning across organizational units

Employee Compe-
tence

Competency-based HR creates high-
performance cultures; training signals
care, generates commitment (Aima et
al., 2017; Firdaus et al., 2021; Sasi-
daran, 2018)

Competence is the human capital foun-
dation on which all development out-
comes depend; career alignment maxi-
mizes long-term impact

Recruitment Pro-

CESS

Selection quality significantly predicts
organizational performance; employer
management affects retention (Hamza
et al., 2021; Moore et al., 2020)

Recruitment determines baseline hu-
man capital quality; competency-
aligned selection enables faster devel-
opment progress

Source: Authors’ synthesis from systematic literature review, 2022

Teamwork structures provide the operational architecture through which development initiatives are
implemented across organizational units. (Dinh et al., 2021) identified mission analysis, transition
processes, and team action as the three core teamwork mechanisms that directly map onto the orga-
nizational development cycle: mission analysis corresponds to development problem identification,
transition processes correspond to strategic planning and preparation, and team action corresponds to
implementation. (Tannenbaum et al., 2021)’s pandemic teamwork guidelines illustrate how effective
teamwork enables organizational resilience under conditions of environmental disruption, precisely the
conditions in which organizational development is most urgently required.

Employee competence serves as both the input and output of organizational development: recruitment
builds the baseline competency foundation, leadership and teamwork create the conditions for competency
expression and enhancement, and development programs themselves improve competency, creating a
reinforcing cycle in which well-managed development progressively builds more capable organizations.
The finding by (Firdaus et al., 2021) that cognitive, emotional, and social intelligence improvements
directly enhance organizational communication quality illustrates this competency-development feedback
mechanism: better-trained employees communicate more effectively, creating organizational information
flows that enable better decision-making and more adaptive organizational behavior.

The recruitment process functions as an upstream control point in the entire system. (Hamza et al.,
2021) confirm that recruitment and selection quality significantly predict organizational performance,
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emphasizing that no subsequent development, training, or leadership intervention can fully compensate
for systematic failures in initial human capital acquisition. Organizations that prioritize competency-
aligned, values-based, and growth-oriented recruitment—identifying candidates whose potential for
development aligns with the organization’s development trajectory—are best positioned to achieve
cumulative capability gains through organizational development investments (Moore et al., 2020).

5. Conclusions

This systematic literature review synthesizes evidence from peer-reviewed studies to examine the roles
of leadership style, teamwork, employee competence, and the recruitment process in organizational
development projection. Four principal conclusions were drawn. First, organizational development is a
continuous, planned process that requires the strategic alignment of human, cultural, and structural re-
sources, with communication quality, organizational culture, and employee commitment identified as the
primary enablers of developmental momentum. Second, leadership style—particularly transformational
and servant leadership—is the primary cultural driver of organizational development, shaping the climate
within which change is embraced or resisted, and the individual commitment that sustains development
beyond initial implementation. Third, teamwork structures provide the operational mechanism through
which development initiatives are coordinated across organizational units, with structured mission analy-
sis, transition management, and team action coordination being the core documented teamwork processes
most relevant to development contexts. Fourth, employee competence and recruitment quality are mutu-
ally reinforcing human capital dimensions: rigorous, competency-aligned recruitment establishes the
talent foundation on which all subsequent development is built, while continuous competency investment
through training and career development progressively raises the organization’s collective human capital
ceiling. The six proposed research hypotheses (H1-H6) provide a structured agenda for future empirical
research on the leadership—teamwork—competence—recruitment — organizational development pathway.

Acknowledgements

The authors express gratitude to the researchers whose published work constitutes the evidence base
for this systematic literature review and to the publishers who have made these works accessible. The
authors also acknowledge the institutional support of the Universitas Muhammadiyah Jakarta and Institut
Transportasi dan Logistik Trisakti, Jakarta.

Author Contributions

N contributed to conceptualization, data collection, data analysis, manuscript drafting, and final approval.
HSN and SHH was responsible for research design, theoretical framework, methodology, manuscript
revision, and final approval. PCS handled supervision, methodology, manuscript revision, and final
approval.

Conflicts of Interest

The authors declare that there are no conflicts of interest that could have influenced, or be perceived to
have influenced, the research presented in this article. This study was conducted in an objective and
independent manner, and no financial, commercial, or personal relationships exist that may constitute
a potential conflict of interest in relation to the design, implementation, analysis, interpretation, or
publication of the findings.

© 2026 Abnus | Open Access — CC BY 4.0 | abnus.co Page 17



References

Abenoja, J. B., Blase, D. J. C., & Almagro, R. E. (2025). A correlational study on organizational
culture and leadership style. Annals of Management and Organization Research, 6(4), 303-321.
https://doi.org/10.35912/amor.v6i4.2454

Adam, A., Yuniarsih, T., Ahman, E., & Kusnendi, K. (2020). The mediation effect of organizational
commitment in the relation of organizational culture and employee performance. International
Journal of Science and Technology Research, 9(2), 2791-2796.

Adiguzel, Z., Ozcinar, M. F., & Karadal, H. (2020). Does servant leadership moderate the link between
strategic human resources management on rule breaking and job satisfaction? European Research
on Management and Business Economics, 26(2), 103—110. https://doi.org/10.1016/j.iedeen.2020.
04.002

Aima, H., Adam, R., & Ali, H. (2017). Model of employee performance: Competence analysis and
motivation (case study at pt. bank bukopin, tbk center). Journal of Research in Business and
Management, 4, 2347-3002.

Akdere, M., & Egan, T. (2020). Transformational leadership and human resource development: Linking
employee learning, job satisfaction, and organizational performance. Human Resource Develop-
ment Quarterly, 31(4), 393-421. https://doi.org/10.1002/hrdq.21404

Albrecht, S. L., & Marty, A. (2020). Personality, self-efficacy and job resources and their associations
with employee engagement, affective commitment and turnover intentions. The International
Journal of Human Resource Management, 31(5), 657-681. https://doi.org/10.1080/09585192.
2017.1362660

Alfian, D., Wibisono, C., & Khaddafi, M. (2024). The influence of leadership style, work environment
and competency on employee performance: Job satisfaction as an intervening variable at the
labour and transmigration office in the province of riau islands. Journal of Multidisciplinary
Academic and Practice Studies, 2(1), 37-54. https://doi.org/10.35912/jomaps.v2i1.2405

Anderson, J. E., Lavelle, M., & Reedy, G. (2021). Understanding adaptive teamwork in health care:
Progress and future directions. Journal of Health Services Research & Policy, 26(3), 208-214.
https://doi.org/10.1177/1355819620978436

Azeem, M., Ahmed, M., Haider, S., & Sajjad, M. (2021). Expanding competitive advantage through
organizational culture, knowledge sharing and organizational innovation. Technology in Society,
66, 101635. https://doi.org/10.1016/j.techsoc.2021.101635

Bantilan, J. C., Sombilon, E. J. J., Regidor, A. R., Mondoyo, D. P, & Edig, M. M. N. (2024). Impact of
transformational leadership and school environment on organizational commitment of teachers.
Journal of Social, Humanity, and Education, 4(2), 99-116. https://doi.org/10.35912/jshe.v4i2.
1584

Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, quantitative, and mixed methods
approaches (5th ed.). SAGE Publications.

Dinh, J. V., Schweissing, E. J., Venkatesh, A., Traylor, A. M., Kilcullen, M. P,, Perez, J. A., & Salas, E.
(2021). The study of teamwork processes within the dynamic domains of healthcare: A systematic
and taxonomic review. Frontiers in Communication, 6. https://doi.org/10.3389/fcomm.2021.
617928

Dong, B. (2023). A systematic review of the transactional leadership literature and future outlook.
Academic Journal of Management and Social Sciences, 2(3), 21-25. https://doi.org/10.54097/
ajmss.v2i3.7972

Duchek, S. (2020). Organizational resilience: A capability-based conceptualization. Business Research,
13(1), 215-246. https://doi.org/10.1007/s40685-019-0085-7

© 2026 Abnus | Open Access — CC BY 4.0 | abnus.co Page 18


https://doi.org/10.35912/amor.v6i4.2454
https://doi.org/10.1016/j.iedeen.2020.04.002
https://doi.org/10.1016/j.iedeen.2020.04.002
https://doi.org/10.1002/hrdq.21404
https://doi.org/10.1080/09585192.2017.1362660
https://doi.org/10.1080/09585192.2017.1362660
https://doi.org/10.35912/jomaps.v2i1.2405
https://doi.org/10.1177/1355819620978436
https://doi.org/10.1016/j.techsoc.2021.101635
https://doi.org/10.35912/jshe.v4i2.1584
https://doi.org/10.35912/jshe.v4i2.1584
https://doi.org/10.3389/fcomm.2021.617928
https://doi.org/10.3389/fcomm.2021.617928
https://doi.org/10.54097/ajmss.v2i3.7972
https://doi.org/10.54097/ajmss.v2i3.7972
https://doi.org/10.1007/s40685-019-0085-7

Fahrizal, 1., Budiono, A., Khalid, J., & Santoso, B. (2025). From inclusion to engagement: The psycho-
logical safety role in mediating inclusive leadership and diversity initiatives in the indonesian
workplace. Annals of Human Resource Management Research, 5(2), 33-50. https://doi.org/10.
35912/ahrmr.v5i2.2795

Firdaus, A.J., Siregar, E. S. F., Pratiwi, T., & Sahputra, D. (2021). The role of communication organization
in organizational development. Tabularasa: Jurnal Ilmiah Magister Psikologi, 3(2), 134—140.
https://doi.org/10.31289/tabularasa.v3i2.637

Firman, A., & Inrawati, N. (2023). The impact of the recruitment process on employee performance.
Advances in Human Resource Management Research, 1(2), 55-65. https://doi.org/10.60079/
ahrmr.v1i2.75

Hamza, P. A., Othman, B. J., Gardi, B., Sorguli, S., Aziz, H. M., Ahmed, S. A., Sabir, B. Y., Ismael, N. B.,
Ali, B. J., & Anwar, G. (2021). Recruitment and selection: The relationship between recruitment
and selection with organizational performance. International Journal of Engineering, Business
and Management, 5(3), 1-13. https://doi.org/10.22161/ijebm.5.3.1

Harahap, S. W., Br. Ginting, R. R., Rasyidin, M., & Sahputra, D. (2021). Communicators and com-
municants in organizational development. Tabularasa: Jurnal llmiah Magister Psikologi, 3(1),
106-114. https://doi.org/10.31289/tabularasa.v3i1.629

Hendrarso, P., Handoko, P., Kurnina, N., & Suseno, B. D. (2025). Inclusive leadership in the hybrid work
era: Fostering employee well-being and task performance through psychological safety. Annals
of Human Resource Management Research, 5(2), 403—419. https://doi.org/10.35912/ahrmr.v5i2.
3857

Ismael, R. S., & Othman, B. A. (2023). Human resource management as a tool for improving recruitment
process and diversity development in organizations. Mitanni Journal for Humanities and Social
Sciences, 4(2), 938-942. https://doi.org/10.25156/ptjhss.v4n2y2023.pp938-942

Kamaratri, N. S., & Adhikara, M. F. A. (2019). Do mentoring, motivation, and career development affect
nurse performance? Journal of Hospital Management, 2(1), 199-215.

Kulkov, 1., Kulkova, J., Rohrbeck, R., Menvielle, L., Kaartemo, V., & Makkonen, H. (2024). Artificial
intelligence-driven sustainable development: Examining organizational, technical, and processing
approaches to achieving global goals. Sustainable Development, 32(3), 2253-2267. https://doi.
org/10.1002/sd.2773

Maulana, A., Rosmayati, S., & Arifudin, O. (2025). Strategi manajemen pendidikan berbasis filsafat
ekonomi untuk sustainable organizational development. Jurnal Ilmu Pendidikan (ILPEN), 4(2),
1-7. https://doi.org/10.3709/ilpen.v4i2.72

Moore, S. J., Durst, P. T., Ritter, C., Nobrega, D., & Barkema, H. W. (2020). Effects of employer
management on employee recruitment, satisfaction, engagement, and retention on large us dairy
farms. Journal of Dairy Science, 103(9), 8482—-8493. https://doi.org/10.3168/jds.2019-18025

Muspawi, M. (2017). Managing the career development of human resources in an organization. Jurnal
Penelitian Universitas Jambi: Seri Humaniora, 17(1), 114-122.

N, L., Sultana, A., & Haque, N. (2015). Effect of leadership style on job performance of subordinates.
Arabian Journal of Business and Management Review, 5(5), 1-6. https://doi.org/10.4172/2223-
5833.1000146

Nugraheni, K. S., Palupiningtyas, D., & Ardi, R. P. (2025). Transformational leadership and empowerment
as driving factors for employee performance in star-rated hotels in central java. Annals of Human
Resource Management Research, 5(2), 21-32. https://doi.org/10.35912/ahrmr.v5i2.2828

Nuraeni, N., Ahmad, G., Matin, M., Sulaiman, S., & Izhari, F. (2022). Effect of work motivation and
discipline on employee performance mediated by work competency at pt. bprs al salaam. Journal
of Economics, Management, Entrepreneurship, and Business, 2(1), 23-35. https://doi.org/10.
52909/jemeb.v2i1.80

© 2026 Abnus | Open Access — CC BY 4.0 | abnus.co Page 19


https://doi.org/10.35912/ahrmr.v5i2.2795
https://doi.org/10.35912/ahrmr.v5i2.2795
https://doi.org/10.31289/tabularasa.v3i2.637
https://doi.org/10.60079/ahrmr.v1i2.75
https://doi.org/10.60079/ahrmr.v1i2.75
https://doi.org/10.22161/ijebm.5.3.1
https://doi.org/10.31289/tabularasa.v3i1.629
https://doi.org/10.35912/ahrmr.v5i2.3857
https://doi.org/10.35912/ahrmr.v5i2.3857
https://doi.org/10.25156/ptjhss.v4n2y2023.pp938-942
https://doi.org/10.1002/sd.2773
https://doi.org/10.1002/sd.2773
https://doi.org/10.3709/ilpen.v4i2.72
https://doi.org/10.3168/jds.2019-18025
https://doi.org/10.4172/2223-5833.1000146
https://doi.org/10.4172/2223-5833.1000146
https://doi.org/10.35912/ahrmr.v5i2.2828
https://doi.org/10.52909/jemeb.v2i1.80
https://doi.org/10.52909/jemeb.v2i1.80

Nuryani, Y., Zayroni, A., Santoso, A., & Anshori, M. (2023). The role of human resource management
in implementing a recruitment and selection system for competitive advantage. Economic and
Business Horizon, 2(3). https://doi.org/10.54518/ebh.2.3.2023.190

Parmenas, N. H. (2022). Employee engagement: Turnover prevention strategies and key to improv-
ing performance management in multinational company. Journal of Economics, Management,
Entrepreneurship, and Business, 2(1), 14-22. https://doi.org/10.52909/jemeb.v2i1.70

Rachman, S., B, J. A. S., Susanto, P. C., & Mustika, I. (2025). Determination of employee performance:
Analysis of training, work motivation, transformational leadership and organizational culture.
Annals of Human Resource Management Research, 5(2), 171-184. https://doi.org/10.35912/
ahrmr.v5i2.2998

Salas, E., Bisbey, T. M., Traylor, A. M., & Rosen, M. A. (2020). Can teamwork promote safety in
organizations? Annual Review of Organizational Psychology and Organizational Behavior, 7(1),
283-313. https://doi.org/10.1146/annurev-orgpsych-012119-045411

Sasidaran, S. (2018). Impact of training on employee performance: A case study of private organizations
in sri lanka. IOSR Journal of Business and Management, 4(6), 646—661.

Shaker, M. S., Oppenheimer, J., Verdi, M., Anagnostou, A., Abrams, E. M., Blatman, K. H., et al. (2024).
Teamwork in clinical medicine. The Journal of Allergy and Clinical Immunology: In Practice,
12(12), 3261-3268. https://doi.org/10.1016/j.jaip.2024.09.030

Tahir, A. M. S. (2023). How toxic workplace environment affects employee engagement and employee loy-
alty in organizations (literature review). Journal of Economics, Management, Entrepreneurship,
and Business, 3(1), 34-50. https://doi.org/10.52909/qsr67e75

Tannenbaum, S. L., Traylor, A. M., Thomas, E. J., & Salas, E. (2021). Managing teamwork in the face of
pandemic: Evidence-based tips. BMJ Quality and Safety, 30(1), 59-63. https://doi.org/10.1136/
bmjqgs-2020-011447

Taryaman, E., Hady, H., & Limakrisna, N. (2017). Determinants of job satisfaction and its implications
on employee loyalty: Empirical study at financial management apparatus government of west
java province. Economic and Business Review, 1(1), 1-20.

Tobon, S., & Luna-Nemecio, J. (2021). Proposal for a new talent concept based on socioformation.
Educational Philosophy and Theory, 53(1), 21-33. https://doi.org/10.1080/00131857.2020.
1725885

Walter, A. T. (2021). Organizational agility: Ill-defined and somewhat confusing? a systematic literature
review and conceptualization. Management Review Quarterly, 71(2), 343-391. https://doi.org/10.
1007/s11301-020-00186-6

Waruwu, K. (2016). Organizational success strategy based on organizational development and change
programs. Jurnal Wacana Komunikasi, 14(1), 22-29.

Werdhiastutie, A., Suhariadi, F., & Partiwi, S. G. (2020). Achievement motivation as antecedents of
quality improvement of organizational human resources. Budapest International Research and
Critics Institute (BIRCI-Journal), 3(2), 747-752. https://doi.org/10.33258/birci.v3i2.886

© 2026 Abnus | Open Access — CC BY 4.0 | abnus.co Page 20


https://doi.org/10.54518/ebh.2.3.2023.190
https://doi.org/10.52909/jemeb.v2i1.70
https://doi.org/10.35912/ahrmr.v5i2.2998
https://doi.org/10.35912/ahrmr.v5i2.2998
https://doi.org/10.1146/annurev-orgpsych-012119-045411
https://doi.org/10.1016/j.jaip.2024.09.030
https://doi.org/10.52909/qsr67e75
https://doi.org/10.1136/bmjqs-2020-011447
https://doi.org/10.1136/bmjqs-2020-011447
https://doi.org/10.1080/00131857.2020.1725885
https://doi.org/10.1080/00131857.2020.1725885
https://doi.org/10.1007/s11301-020-00186-6
https://doi.org/10.1007/s11301-020-00186-6
https://doi.org/10.33258/birci.v3i2.886

	Introduction
	Literature Review
	Organizational Development
	Leadership Style
	Teamwork
	Employee Competence
	Recruitment Process
	Conceptual Framework and Research Hypotheses

	Methodology
	Results and Discussion
	Conclusions

