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Abstract-The transformation of strategic human resource management is a central issue in modern organizational management, as the 

demands on organizational performance and competitiveness increase. This study aims to systematically analyze the relationship 

between strategic human resource management practices and organizational performance based on empirical findings in the current 

literature. The method used was a systematic literature study with reference to the Preferred Reporting Items for Systematic Reviews 

and Meta-Analyses (PRISMA) guidelines. Articles are collected from reputable scientific databases, including Scopus, Google Scholar, 

ProQuest, and Elsevier, with a publication range of 2020-2025. Of the total 342 articles identified, after going through the screening 

and feasibility evaluation process, 20 articles were obtained that met the inclusion criteria for in-depth analysis. The results of the study 

show that strategic human resource management plays a significant role in improving organizational performance through 

strengthening employee competencies, work involvement, and work system effectiveness. In addition, the integration of strategic 

approaches in HR management has been proven to strengthen the contribution of the HR function as a strategic partner in achieving 

organizational goals. This research provides a theoretical contribution by enriching the synthesis of literature on strategic HR and its 

implications on organizational performance, as well as providing practical implications for organizations in designing performance and 

sustainability-oriented HR management policies. 

Keywords: Strategic Human Resource Management; Organizational Performance; Employee Engagement; Human Capital; 
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1. INTRODUCTION 

Changes in the increasingly dynamic, complex, and competitive business environment have encouraged organizations to 

place human resources as the main strategic asset in achieving competitive advantage. In this context, strategic human 

resource management (SHRM) is no longer understood as an administrative function, but as an integrated system that 

directly contributes to organizational performance. Modern management literature consistently confirms that alignment 

between organizational strategy and HR practices is a key factor in improving the effectiveness and sustainability of 

organizational performance (Delery & Roumpi, 2020; Becker & Huselid, 2021). 

SHRM emphasizes the importance of designing and implementing integrated HR practices, such as strategic 

recruitment, competency development, performance appraisal systems, and talent management, to support the 

organization's long-term goals. This approach is in line with the resource-based view that views human resources as a 

source of competitive advantage that is difficult for competitors to replicate. International studies show that organizations 

with strong strategic HR practices tend to have higher organizational performance, both in terms of productivity, quality, 

and innovation (Boon et al., 2020; Lengnick-Hall et al., 2021). 

Along with the development of the knowledge-based economy, the focus of SHRM studies is increasingly shifting 

towards human capital management and employee engagement. Employee engagement is seen as an important 

mechanism that bridges the relationship between HR practices and organizational performance. Employees who have a 

high level of engagement tend to show better commitment, motivation, and performance. Various international empirical 

studies confirm that strategic HR practices contribute significantly to increased engagement which ultimately has a 

positive impact on organizational performance (Guest, 2021; Noe et al., 2021). 

In addition to the global perspective, the national study also shows the urgency of implementing strategic human 

resources in improving organizational performance in Indonesia. Challenges such as the quality of human resources, 

limited competencies, and incompatibility between organizational strategies and HR practices are still major problems. 

National research has found that strengthening the HR system, improving competencies, and supporting strategic 

leadership have a positive effect on employee performance and overall organizational performance (Hasanuddin et al., 

2023; Ramadhan et al., 2023). Although the literature on SHRM and organizational performance is growing rapidly, the 

research findings show that there are variations in outcomes and differences in implementation contexts. Several studies 

highlight that the relationship between SHRM and organizational performance is not always direct, but rather influenced 

by mediation and moderation factors, such as organizational culture, work systems, and human resource characteristics. 

This indicates that understanding SHRM requires a comprehensive and evidence-based synthesis approach (Kaufman, 

2021; Boon et al., 2020). 

On the other hand, most previous research is still fragmented and focuses on the context of a specific organization 

or sector. The lack of integration of findings across studies leads to limitations in building a complete conceptual 
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framework for how SHRM contributes to organizational performance in a sustainable manner. Therefore, systematic 

literature review is important to identify patterns of findings, research gaps, and directions for future development of 

SHRM studies (Page et al., 2021). Systematic literature studies allow researchers to synthesize empirical evidence 

objectively and transparently, thus providing a deeper understanding of the relationship between SHRM and 

organizational performance. This approach is also relevant to answer the differences in research findings and strengthen 

the theoretical basis in the development of MSDM policies and practices. In the context of modern organizations, the 

results of the literature synthesis are expected to be a strategic reference for practitioners and policy makers in designing 

effective and performance-oriented HR systems (Marler & Fisher, 2021; Delery & Roumpi, 2020). 

Based on this background, this study aims to systematically analyze the relationship between strategic human 

resource management and organizational performance through a review of the latest literature. By integrating findings 

from highly reputable national and international articles, this study is expected to make a theoretical contribution to the 

enrichment of the SHRM literature as well as a practical contribution to organizations in optimizing the strategic role of 

human resources to improve organizational performance and sustainability. 

2. RESEARCH METHODS 

This study uses  a  systematic literature review (SLR) approach with the Preferred Reporting Items for Systematic 

Reviews and Meta-Analysis (PRISMA) 2020 guide as the main methodological framework. This approach was chosen 

to ensure that the process of searching, selecting, and synthesizing literature is carried out in a systematic, transparent, 

and replicable manner, so as to be able to produce credible findings regarding the strategic role of human resource 

management in improving organizational performance (Page et al., 2021). The initial stage of the research began with the 

identification of literature through a search of reputable scientific databases, namely Scopus, Web of Science, 

ScienceDirect, and Google Scholar. The selection of this database was based on its academic reputation as well as the 

broad coverage of accredited international and national journals. The search process was conducted using a combination 

of keywords in English and Indonesian, such as "strategic human resource management", "organizational performance", 

"human resource practices", as well as "human resource management" and "organizational performance".The  range of 

publications is limited to 2020 to 2025 to ensure the novelty and relevance of research findings. 

Based on the initial search results, 342 articles relevant to the research topic were obtained. Furthermore, the initial 

screening process was carried out by removing duplicate articles, leaving 287 articles. At the screening stage, the title 

and abstract of the article are reviewed to assess the suitability with the research focus, i.e. the direct relationship between 

strategic HR practices and organizational performance. From this stage, 197 articles were published because they did not 

explicitly discuss the relationship between HRM and organizational performance or were merely conceptual in nature 

without a clear empirical contribution. The next stage is  the feasibility assessment, in which 90 articles that pass the 

initial screening are thoroughly vetted through a reading of the full text. At this stage, articles are evaluated based on 

inclusion criteria, namely: published in accredited national journals or reputable international journals (Scopus Q1-Q2), 

using clear research methods, and providing empirical evidence or systematic analysis related to HR and organizational 

performance. Articles that do not meet methodological criteria, do not provide adequate data, or come from sources that 

are not in good standing are excluded from the analysis. As a result, 70 articles were deleted at this stage. 

Proses seleksi akhir menghasilkan 20 artikel yang memenuhi semua kriteria inklusi dan digunakan sebagai dasar 

analisis dalam penelitian ini. Artikel ini terdiri dari 10 jurnal internasional bereputasi tinggi dan 10 jurnal nationally 

accredited, thus providing a balance of Indonesia's global and contextual perspectives. The flow of this literature selection 

fully follows the PRISMA stages, starting from identification, screening, feasibility, to final inclusion, in order to 

minimize selection bias and increase the validity of findings (Page et al., 2021). The data analysis stage is carried out with  

a thematic synthesis approach, where the main findings of each article are coded and grouped into key themes, such as 

the strategic role of MSDM, superior MSDM practices, organizational performance improvement mechanisms, and 

contextual factors that affect the effectiveness of MSDM. This approach allows researchers to identify consistent patterns 

of relationships as well as differences in findings between studies (Lepak et al., 2021). Furthermore, the synthesis of 

results is carried out narratively by associating empirical findings with theoretical frameworks, especially Resource-Based 

View  and Strategic Alignment Theory, in order to strengthen the theoretical and practical contribution of this research. 

 

Figure 1. PRISMA Flowchart 
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3. RESULTS AND DISCUSSION 

3.1 Results 

Bibliometric analysis in this study was carried out using VOSviewer software to map the development and scientific 

structure related to the strategic role of human resource management (HRM) in improving organizational performance. 

The resulting visualization includes three main forms, namely network visualization, overlay visualization, and density 

visualization. These three visualizations provide a comprehensive overview of the relationship between keywords, 

temporal dynamics of research, and the intensity of studies on a particular theme. 

 

Figure 1. Network Visualization 

Based on the network visualization (Figure 1), it can be seen that the keywords "strategic human resource 

management" and "organizational performance" occupy a central position in the network. This position suggests that both 

concepts are the primary and most frequent focus in the literature analyzed. The strong linkage between these two 

keywords reflects the scientific consensus that strategic HR practices have a direct and significant relationship with 

organizational performance. 

In addition, the network also shows several thematic clusters that are clearly formed. The first cluster focuses on 

core HR practices such as training and development, performance management, and compensation. This cluster shows 

that the improvement of organizational performance is largely related to competency management and employee 

performance appraisal systems. The second cluster is related to behavioral and psychological aspects, such as employee 

engagement, job satisfaction, and organizational commitment. The existence of this cluster confirms that organizational 

performance is not only determined by formal systems and policies, but also by employee engagement and satisfaction. 

Other clusters highlight strategic and contextual approaches, such as competitive advantage, organizational 

strategy, and resource-based views. The relationship between this cluster and the core HR cluster shows that human 

resource management is seen as a strategic asset capable of creating a sustainable competitive advantage. Overall, the 

network visualization confirms that HR research and organizational performance are multidimensional and closely 

interrelated. 

 

Figure 2. Overlay Visualization 

The visualization overlay (Figure 2) provides additional information regarding the temporal development of the 

study. Lighter colors indicate a relatively new topic, while darker colors reflect a topic that has been researched for a long 

time. From this visualization, it can be seen that the initial research focused more on the direct relationship between 

MSDM and organizational performance in general. 

Over time, the focus of research has evolved towards more specific and contextual topics. Topics such as employee 

well-being, digital HR, and strategic alignment have emerged as relatively new themes and have received increasing 

attention in the past five years. This shows a paradigm shift from a traditional MSDM approach to a more holistic and 

adaptive approach to changing business and technological environments. 

In addition, the overlay visualization also shows that recent research tends to integrate HR with contemporary 

issues, such as digital transformation and organizational sustainability. This integration signifies that HR is no longer seen 

as a mere supporting function, but rather as a strategic partner in achieving the organization's long-term goals. Thus, this 

visualization shows that there is an opportunity for further research focused on innovation in MSDM practices in the era 

of disruption. 
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Figure 3. Density Visualization 

The density visualization (Figure 3) shows the level of density or intensity of research in a given area in the 

bibliometric map. The areas with the brightest colors show the most researched topics and have a high frequency of 

keyword occurrences. In this visualization, the areas with the highest density are on the keywords "organizational 

performance", "human resource management", and "strategic HRM". 

The high density in these areas suggests that the relationship between HR and organizational performance is a 

dominant topic and has been extensively explored by researchers. However, on the other hand, there are areas with lower 

densities that represent topics that are still relatively rarely researched, such as the integration of MSDM with digital 

technologies and employee well-being-based approaches. 

The existence of this low-density area indicates that there is a gap in research that can be further developed. Future 

research can be focused on strengthening the role of MSDM in facing the challenges of digitalization, globalization, and 

changing labor values and expectations. Thus, the density visualization not only illustrates the existing research map, but 

also provides strategic direction for the development of further studies. 

The results of the overall VOSviewer analysis show that research on the strategic role of MSDM in improving 

organizational performance has grown significantly and includes a wide range of perspectives. The three visualizations 

produced complement each other in explaining the structure, dynamics, and intensity of research. These findings confirm 

that MSDM is a key element in the achievement of organizational performance and has great potential to continue to be 

developed in line with changes in the organizational environment and global demands. 

3.2 Discussion 

The results of the bibliometric mapping show that the study of strategic human resource management and organizational 

performance forms a strong and interconnected scientific structure. The dominance of keywords related to organizational 

competence, performance, and effectiveness indicates that HR is positioned as a strategic factor in achieving 

organizational goals. These findings are in line with the literature that emphasizes that the quality of human resource 

management is the main determinant of organizational performance, both in the public and private sectors (Asrini et al., 

2025; Hasanuddin et al., 2023). 

The clusters that stand out in the network visualization show a close relationship between human resource 

competencies, work systems, and employee performance. This reinforces the view that improving organizational 

performance cannot be separated from the continuous development of individual competencies. National studies show 

that the quality of human resources and work ability have a significant influence on employee performance and 

organizational effectiveness (Kencana et al., 2024; Vierri et al., 2023). 

In addition to the competency aspect, work behavior clusters such as employee engagement, discipline, and job 

satisfaction also emerged as important themes in the VOSviewer results. This shows that the performance of an 

organization is influenced not only by technical capabilities, but also by psychological and behavioral factors. These 

findings are in line with research that states that employees' work environment, work characteristics, and emotional state 

contribute directly to work performance (Hasibuan et al.; Syasmita et al., 2024). 

The results of the overlay visualization show a shift in the focus of the research from an administrative approach 

to a strategic and contextual approach. Recent research emphasizes the integration of MSDM with organizational 

strategies and performance sustainability. This shift is relevant to the findings of Rahayu et al. (2023) and Nurhayati and 

Rahayu (2025) who affirm that organizational performance needs to be understood as an indicator of long-term 

sustainability, not just short-term financial achievements. 
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Clusters related to governance and control systems show that the effectiveness of MSDM is also determined by 

the quality of organizational systems and managerial decision-making. The study of Astuty et al. (2021; 2022; 2023) 

confirms that organizational structures, information systems, and internal controls have an important role in supporting 

managerial performance and organizational effectiveness. This reinforces VOSviewer's finding that strategic MSDM 

must be integrated with the organization's systems as a whole. 

In public sector and non-profit organizations, bibliometric results show that strategic HRM plays an important role 

in improving accountability and institutional performance. Rahayu and collaborators' research shows that effective human 

resource management contributes to improving the accountability and performance of public organizations, including 

zakat institutions and government agencies (Rahayu & Riana, 2020; br Sembiring et al., 2025; Rahayu et al., 2021). 

In addition, the mapping results also indicate the relationship between human resource development and 

organizational performance in the context of MSMEs and entrepreneurship. Research by Noor et al. (2023) and Akasyah 

et al. (2025) shows that increasing human resource capacity, literacy, and financial management contributes to business 

performance and organizational sustainability. This expands the scope of strategic HR not only in large organizations, but 

also in the small and medium-sized business sector. 

Density visualization showed that classic themes such as employee performance and competence had a high 

research intensity, while integrative themes such as organizational culture, leadership, and sustainability were still 

relatively lower. This condition shows that there are opportunities for further research to examine how these factors 

interact with strategic HR in improving organizational performance (Ramadhan et al., 2023; Siregar et al., 2023). 

The results of this discussion also show that the relationship between strategic HR and organizational performance 

is not linear. The effectiveness of the implementation of MSDM is influenced by the organizational context, the readiness 

of human resources, and managerial support. These findings are consistent with the research of Rahayu et al. (2020) and 

Kurnianingsih and Rahayu (2020) which affirm that organizational performance is the result of complex interactions 

between systems, people, and the environment. 

The results of VOSviewer data processing and literature support show that strategic human resource management 

is an important foundation in improving organizational performance. The integration between competency development, 

work behavior, governance, and organizational context is the key to the success of strategic MSDM. These findings make 

a theoretical contribution by strengthening the synthesis of MSHR literature and performance, as well as providing 

practical implications for organizations in designing adaptive, sustainable, and performance-based HR management 

policies. 

4. CONCLUSION 

This study provides a comprehensive overview of the strategic role of human resource management in improving 

organizational performance through a systematic literature review approach. The results of the analysis show that human 

resource management is no longer understood as a mere administrative function, but as a strategic element that directly 

contributes to the achievement of organizational goals. Bibliometric mapping shows a strong link between human 

resource competencies, work behavior, and organizational performance, which emphasizes the importance of integrated 

and long-term HR management. The findings of the study indicate that the development of competencies and work 

abilities is the main foundation in improving employee performance and organizational effectiveness. In addition to 

competency aspects, behavioral factors such as employee engagement, job satisfaction, and organizational commitment 

also play a significant role in strengthening the relationship between human resource management practices and 

organizational performance. This shows that the success of an organization is largely determined by the ability of 

management to manage technical and human aspects in a balanced manner. The results of the study also show a shift in 

research focus towards a more strategic and contextual approach to human resource management. Recent research 

emphasizes the importance of integrating HR management with organizational strategy, governance, and performance 

sustainability. This approach is relevant for different types of organizations, including the public, non-profit, and micro, 

small, and medium enterprises, that face increasingly complex and dynamic environmental challenges. In practical terms, 

the findings of this study provide important implications for organizational leaders and policymakers to design an 

adaptive, competency-based, and performance-oriented human resource management system. Organizations are advised 

to invest resources sustainably on human resource development, improving the quality of the work environment, and 

strengthening organizational systems. Meanwhile, from the academic side, this research opens up opportunities for further 

studies that integrate organizational contexts, leadership, and sustainability in the analysis of human resource management 

and organizational performance. 

REFERENCES 

Akasyah, R., Wijaya, D., Dahriansyah, M., Barus, A. R., & Rahayu, S. (2025). Financial literacy and financial technology: The 

influence on the financial performance of young entrepreneurs in developing regions. Proceeding International Seminar of 

Islamic Studies, 288-297. 

Asrini, S., Aponno, J. C., Negara, M. D., Asnawi, M., Wibisono, G., Rahayu, S., & Talakua, P. (2025). Manajemen sumber daya 

manuia. Serasi Media Teknologi. 

https://creativecommons.org/licenses/by/4.0/


Proceeding of International Conference Technology, Economics, and Social Science 
Vol 1, No 1, January 2026, Page 654-659 
ISSN 3124-6087 (Media Online) 
https://journals.adaresearch.or.id/ictess 

Copyright © 2026 the authors, Page 659  
This Journal is licensed under a Creative Commons Attribution 4.0 International License 

Astuty, W., Habibie, A., Pasaribu, F., Pratama, I., & Rahayu, S. (2022). Utilization of accounting information and budget participation 

as antecedents of managerial performance. Journal of Management and Accounting Research, 14(3), 221-236. 

Astuty, W., Lubis, A., Pasaribu, F., & Rahayu, S. (2023). Strategic management accounting techniques and investment efficiency 

decisions. Operational Research in Engineering Sciences: Theory and Applications, 6(1), 45-59. 

Astuty, W., Pasaribu, F., Rahayu, S., & Habibie, A. (2021). Environmental uncertainty, organizational structure and supply chain 

information systems quality. Uncertain Supply Chain Management, 9(1), 116-124. 

Barney, J. (1991). Sumber daya yang kuat dan keunggulan kompetitif yang berkelanjutan. Jurnal Manajemen, 17(1), 99-120. 

Becker, B. E., & Huselid, M. A. (2021). Strategic human resource management: Where do we go from here? Journal of Management, 

47(6), 1425-1445. 

Boon, C., Den Hartog, D. N., & Lepak, D. P. (2020). A systematic review of human resource management systems and their 

measurement. Journal of Management, 46(6), 929-958. 

Br Sembiring, P., Rahayu, S., & Effendi, S. (2025). Efisiensi kinerja keuangan Badan Amil Zakat Nasional di Provinsi Sumatera Utara. 

Jurnal Keuangan dan Manajemen Terapan, 6(2). 

Delery, J. E., & Roumpi, D. (2020). Strategic human resource management, human capital and competitive advantage: Is the field 

going in circles? Academy of Management Annals, 14(2), 1-45. 

Guest, D. E. (2021). Human resource management and employee well-being: Towards a new analytic framework. Human Resource 

Management Journal, 31(1), 1-18. 

Halaman, MJ, McKenzie, JE, Bossuyt, PM, Boutron, I., Hoffmann, TC, Mulrow, CD, dkk. (2021). Pernyataan PRISMA 2020: 

Pedoman yang diperbarui untuk melaporkan tinjauan sistematis. BMJ, 372, n71. 

Hasanuddin, H., Singgarniari, E., Faisal, F., Ritonga, A., Nasution, I., Wasesa, S., & Rahayu, S. (2023). Pengaruh sarana prasarana, 

kualitas SDM, dan kemampuan kerja terhadap kinerja pegawai. Ekonomi, Keuangan, Investasi dan Syariah (EKUITAS), 4(2), 

804-813. 

Kaufman, B. E. (2021). The evolving concept of strategic human resource management. Human Resource Management Review, 31(2), 

100742. 

Kencana, G. S., Setiawan, H., Siregar, A. H., Lubis, S., Syah, A., & Rahayu, S. (2024). The influence of work experience, discipline, 

and supervision on teacher performance. Cognizance Journal of Multidisciplinary Studies, 4(2), 40-49. 

Kurnianingsih, H. T., & Rahayu, S. (2020). Financial performance assessed from economic value added and market value added. 

Budapest International Research and Critics Institute Journal, 3(4), 3179-3184. 

Lengnick-Hall, M. L., Lengnick-Hall, C. A., & Rigsbee, C. M. (2021). Strategic human resource management and resilience. Human 

Resource Management Review, 31(3), 100759. 

Lepak, DP, Jiang, K., Han, K., & Hong, Y. (2021). Penelitian manajemen sumber daya manusia strategis di abad ke-21. Tinjauan 

Manajemen Sumber Daya Manusia, 31(2), 100-115. 

Marler, J. H., & Fisher, S. L. (2021). An evidence-based review of e-HRM and strategic human resource management. Human Resource 

Management Review, 31(2), 100740. 

Mengeksplorasi hubungan antara praktik sumber daya manusia dan kinerja organisasi. (2025). Jurnal Manajemen Sumber Daya 

Manusia, 35(1), 15-30. 

Ningsih, A. K., Wahyudi, A., Yulianti, I. M., & Sugihono, A. Y. I. (2025). Peran manajemen sumber daya manusia dalam meningkatkan 

kinerja organisasi. Jurnal Manajemen dan Ekonomi, 5(1), 45-58. 

Ningsih, A. K., Wahyudi, A., Yulianti, I. M., & Sugihono, A. Y. I. (2025). Peran MSDM dalam meningkatkan kinerja organisasi. 

Jurnal Manajemen dan Ekonomi. E-Jurnal Kampus Akademik 

Noe, R. A., Clarke, A. D. M., & Klein, H. J. (2021). Learning in the twenty-first-century workplace. Annual Review of Organizational 

Psychology and Organizational Behavior, 8, 245-275. 

Noor, E., Akhirin, M., Widiawati, R., Nugraha, M. Y., Batu Bara, R., Safrida, S., Wasesa, S., & Rahayu, S. (2023). Strategi dalam 

meningkatkan kinerja UKM pasca COVID-19. Terapan Informatika Nusantara, 4(6), 330-344. 

Nurhayati, N., & Rahayu, S. (2025). Kinerja keuangan sebagai indikator keberlanjutan perusahaan. Jurnal Manajemen dan Penelitian 

Akuntansi, 18(1), 163-174. 

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, I., Hoffmann, T. C., Mulrow, C. D., & Moher, D. (2021). The PRISMA 2020 

statement: An updated guideline for reporting systematic reviews. BMJ, 372, n71. 

Prayudo, G., & Tukiran, M. (2025). Peran manajemen sumber daya manusia dalam meningkatkan kinerja organisasi: Tinjauan literatur. 

Jurnal Internasional Penelitian dan Sastra Multidisiplin, 4(1), 12-25. 

Rahayu, S., & Riana, Z. (2020). Determinants of fraud pentagon theory perspective and its effects on fraudulent financial statements. 

Budapest International Research and Critics Institute Journal, 3(3), 1995-2010. 

Rahayu, S., Asmuni, A., & Marliyah, M. (2021). Performance management of zakah using Index Zakah National. Proceeding 

International Seminar of Islamic Studies, 2(1), 307-313. 

Rahayu, S., Effendi, S., Artika, V. S., Habibie, A., & Suginam, S. (2023). Green accounting and firm size on financial performance. 

Jurnal Ilmiah Akuntansi Kesatuan, 11(2), 211-225. 

Ramadhan, M. Y. W., Permana, D., Walidi, S., Batubara, A. S., Abdillah, H., Wahyuni, N. S., & Rahayu, S. (2023). Pengaruh gaya 

kepemimpinan partisipatif terhadap kinerja pegawai melalui komitmen organisasi. Journal of Trends Economics and 

Accounting Research, 4(1), 168-180. 

Rismayani, R., Malahayati, R., Bakti, I. P., & Sari, N. (2024). Peran manajemen sumber daya manusia dalam meningkatkan kinerja 

organisasi. Pendas: Jurnal Ilmiah Pendidikan Dasar, 9(2), 210-224. 

Rustandi, R. (2019). Kinerja manajemen sumber daya manusia di era disrupsi. Jurnal Kebijakan: Jurnal Ilmu Administrasi, 10(1), 1-

14. 

Setyawati, Z., Husniyah, J., & Ismail, I. (2025). Manajemen kinerja dalam rangka pengembangan sumber daya manusia dalam 

organisasi. Jurnal Media Akademik, 6(1), 33-47. 

Taryono, RA, LK, Kusumaningrum, AP, & Sugiono, E. (2025). Manajemen sumber daya manusia dalam meningkatkan kinerja 

organisasi. Jurnal Studi Manajemen Bisnis Islam, 4(2), 89-103. 

Vierri, V., Andronicus, M., Anggraini, C., & Rahayu, S. (2023). Pengaruh disiplin kerja, stres kerja, dan kepuasan kerja terhadap 

kinerja karyawan. COSTING: Journal of Economic, Business and Accounting, 7(1), 2420-2423. 

https://creativecommons.org/licenses/by/4.0/
https://ejurnal.kampusakademik.co.id/index.php/jrme/article/view/2751?utm_source=chatgpt.com

