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INTRODUCTION

Human resource management (HRM) is increasingly assessed through its relationship with
employee and organizational outcomes rather than solely through the formal adoption of personnel
policies. Yet the same practice can yield favorable attitudes in one organization and weak or inconsistent
associations in another. Research on high-performance work systems (HPWS) links coordinated HRM
practices to engagement, commitment, and satisfaction, while studies of leadership and organizational
behavior (OB) emphasize interpersonal processes that shape how employees experience these practices
(Afonso et al., 2021; Baillien et al., 2022; Hasinat et al., 2026). This difference between policy design and
employees' experience complicates general claims thata particular HRM practice will be effective in every
setting. A synthesis therefore needs to examine outcomes, mechanisms, and the conditions under which
the reported associations arise.

The empirical literature spans organizations facing markedly different constraints, including
hospitals, public agencies, educational institutions, banks, and private firms. Such variation matters
because organizational authority, resource availability, regulatory requirements, and workforce
composition may shape the opportunities to introduce and sustain HRM practices (Gile et al., 2022;
Gregoriou et al., 2023; Luthufi et al., 2021; Mete et al,, 2022). For example, leadership behavior and
employees' perceptions of workplace justice are relevant to retention and satisfaction in health services,
whereas HRM bundles are often examined in relation to productivity or innovative performance
(Cantarelli et al., 2023; Gorji et al., 2023; Mustafa et al., 2023). These outcomes operate at different levels
and cannot be treated as interchangeable indicators of organizational success. Their coexistence


https://doi.org/10.64268/josce.v2i2.171

motivates a review that distinguishes employee attitudes, behavioral pathways, and firm-level
performance.

A recurring explanation for favorable employee outcomes is the combination of resources and
relational support rather than a single isolated practice. High-involvement systems may simultaneously
address skill development, work autonomy, feedback, and participation; supportive leadership may
influence whether these resources are perceived as credible and usable (Amoozegar et al., 2025; Cao et
al., 2020; Raji et al., 2026). Organizational justice and perceived support are also linked to employee
retention and engagement, suggesting that employees evaluate both the content and the implementation
of management decisions (Baillien et al., 2022; Mengstie, 2020; Rajak et al.,, 2024). However, the existence
of plausible mechanisms does not demonstrate that those mechanisms are causal, especially when the
evidence comes from one-time employee surveys. The design of the available studies must therefore
inform how strongly such explanations are expressed.

Evidence is not uniformly positive, which presents a second reason for reviewing the field
systematically. Associations involving compensation, ability-enhancing practices, and some leadership
dimensions have been weak or statistically non-significant in particular samples (Hassan, 2022; Johar et
al, 2022; Memon et al, 2020; Teoh et al, 2022). Other reports suggest that demanding HRM
arrangements or unfavorable supervisory conditions can limit potential benefits (Jatoi & Channar, 2026;
Salin et al., 2022; Shankar & Sarkar, 2026). These findings need not contradict favorable evidence if the
measures, organizational contexts, and implementation conditions differ. They instead raise a more
specific question about the boundaries within which a practice or bundle is associated with an outcome.

One stream of research has concentrated on HRM systems and employee attitudes, including
studies of engagement, satisfaction, organizational commitment, and turnover intention (Afonso et al.,
2021; Amoozegaretal, 2025; Hasinat et al., 2026; Raji et al., 2026). A second stream examines leadership,
psychological resources, and relationships at work, identifying trust, organizational identification,
support, and psychological safety as potential explanatory pathways (Giessner etal., 2023; Jin etal., 2021;
Nubuor et al,, 2026; Quek et al.,, 2021; Yuwono et al., 2023). Studies of work design, teleworking, and
employee wellbeing add further outcomes and contexts (Figueira et al., 2023; Kossek et al., 2026; Stynen
& Semeijn, 2023). Together, these contributions broaden understanding of HRM and OB, but their
disciplinary and outcome diversity complicates comparison. A thematic organization can show where the
findings overlap without implying that all studies estimate the same effect.

Research on organizational performance introduces a related but distinct problem: a coordinated
set of HRM practices may have a different association with performance than any individual practice.
Analyses of complementarity suggest possible threshold or configuration effects, although the extent of
direct comparison between competing bundles differs across studies (Ali et al.,, 2026; Mustafa et al,,
2023). Contextual research also reports potential differences by industry, ownership, country, company
size, and management climate (Bernik & Ferjan, 2026; Cho et al,, 2026; Gile et al., 2026; Vo et al,, 2022;
Wang, 2025). Descriptive comparisons across settings must nevertheless be distinguished from studies
that statistically test moderation. A systematic review can contribute by making this distinction explicit
and by interpreting findings in light of the reported methodological limitations.

This review synthesizes the available empirical evidence on HRM practices and OB interventions
across employee and organizational outcomes. Specifically, it asks which HRM practices are associated
with employee attitudes (RQ1), which OB interventions and reported mechanisms relate to performance
and wellbeing (RQ2), how HRM bundles relate to organizational performance (RQ3), and which
contextual factors appear to condition these relationships (RQ4). The review follows PRISMA 2020
reporting principles and draws on a narrative synthesis of 87 studies with MMAT 2018 methodological
appraisal (Page et al., 2021; Hong et al., 2018). Its intended contribution is to compare convergent and
divergent findings while distinguishing the interpretation of observed associations from claims of
intervention effectiveness. This focus may inform research design and organizational decision-making
without implying causal certainty beyond the underlying evidence.
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METHOD

Research design and eligibility

The study used a systematic literature review design and followed the PRISMA 2020 reporting
guideline (Page et al., 2021). Its protocol specified research questions, eligibility criteria, search strategy,
and an appraisal instrument before the search, but it was not registered publicly. The questions were
organized through PICO: populations comprised employees, teams, and organizations in private, public,
and nonprofit settings; interventions or exposures included HRM practices and OB interventions;
comparators included alternative practices, usual practice, or different configurations; and outcomes
covered employee attitudes, behavior, wellbeing, retention, and organizational performance. This
framework defined the scope of the review rather than implying that every included study contained an
intervention and control group.

Eligible reports were empirical studies addressing HRM or OB practices and relevant employee or
organizational outcomes, published in English and providing extractable findings. The original protocol
covered January 2000 to December 2023, but the working eligibility window was later changed to
January 2020 through October 2026 to emphasize contemporary evidence; the change was not
prospectively registered. The protocol wording allowed peer-reviewed articles or academic books,
whereas the implemented retrieval filter restricted document types to journal articles. Records without
an empirical focus, relevant exposure, or relevant outcomes were excluded, as were non-English reports
and studies assessed as having severe methodological flaws. The reported inclusion and exclusion criteria
were tracked through criterion codes IC1-1C6 and EC1-EC6.

Information sources, search and selection

Records were retrieved from OpenAlex, Semantic Scholar, PubMed, Europe PMC, and arXiv. The
search combined synonyms for HRM and HPWS with terms for organizational behavior and employee or
organizational outcomes, using Boolean AND across concept groups and OR within groups. Terms
included "human resource management", "high-performance work systems", "organizational behavior”,
"leadership”, "employee engagement”, "job satisfaction”, "organizational commitment"”, and
"organizational performance". The implemented limits were publication years 2020-2026, availability of
an abstract, and journal-article document type; the retrieval was capped at the 100 highest-ranked
records from each source. CORE was inaccessible and therefore contributed no retrieved records. The
manuscript does not report the exact date of the final search or source-specific adaptations to the search
string.

Duplicates were identified manually using DOI and title similarity. Review or meta-analysis
publications and ineligible document types were removed before title-and-abstract screening, after
which the remaining records were screened manually against the stated criteria. Eligibility was evaluated
using the full text where available and otherwise using abstracts, with the latter constituting a more
limited basis for decision-making. The screening, data extraction, and appraisal were undertaken
manually by one author; independent duplicate screening was not reported. Counts at each selection
stage are presented in Table 1 and Figure 1, without inferring the number of abstract-only records finally
included.

Data extraction, quality appraisal and synthesis

A structured extraction form was used to record study setting, country, participants, sample,
research design, instruments, principal results, limitations, and evidence relevant to the four review
questions. Data were drawn from full texts when obtainable and from abstracts where full texts were
unavailable. Methodological appraisal used the Mixed Methods Appraisal Tool (MMAT) 2018, including
its two screening questions and five design-specific criteria, which were recorded as "yes", "no", or "can't
tell" (Hong et al., 2018). Because MMAT criterion meanings differ by research design, the review did not
calculate a single overall quality score. The constrained availability of detailed methods, especially for

abstract-only assessments, was considered when interpreting the resulting appraisal ratings.
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Findings were coded, grouped into recurrent themes, and aligned with each review question using
narrative thematic synthesis (Thomas & Harden, 2008). Meta-analysis had been planned for job
satisfaction measured as standardized mean differences, organizational commitment expressed as
correlations, and organizational performance expressed as correlations. Available summary statistics
were manually inspected, but no outcome yielded at least two sufficiently comparable and documented
effect-size datasets for pooling, so no quantitative synthesis was conducted. For the descriptive
bibliometric analysis, publication metadata, authors, citations, and keywords were collected, and a co-
occurrence network was constructed from keywords recorded at least twice using Louvain clustering
and a force-directed layout. The synthesis is interpreted primarily as a structured comparison of reported
associations, not as a causal estimate of intervention effects.

Results

Study selection

The search produced 308 records: 100 each from OpenAlex, PubMed, and Europe PMC, and four
each from Semantic Scholar and arXiv. Before screening, four duplicate records, 43 reviews or meta-
analyses, and two ineligible document types were removed. Of 259 title-and-abstract records screened,
107 were excluded, leaving 152 for detailed assessment; only 41 full texts were accessible, and the
remaining 111 records were assessed using abstracts. Sixty-five records were subsequently excluded and
87 studies entered the synthesis. The summary data do not distinguish the final number of full-text
studies from the final number of abstract-only studies. Table 1 presents the reported stage counts and
reasons for exclusion.

Table 1. Study selection summary using PRISMA 2020 stages, identifying abstract-only assessment

PRISMA phase Records / reports Exclusions / outcomes
308 identified: OpenAlex 100/212,732 hits; Removed before screening: 4 duplicates; 43
Identification Semantic Scholar 4 /4; PubMed 100/284; Europe reviews/meta-analyses; 2 ineligible document

PMC 100/4,658; arXiv 4/4; CORE 0 (inaccessible).  types.
107 excluded: EC4 44; IC5 25; IC2 14; EC2 12;

Screening 259 records screened (title and abstract). EC5 8; 1C4 2; 1C3 1; EC1 1.
41 full texts obtained; 111 full text ilable,
Retrieval 152 records sought for further assessment. . i texts 0 aln.e u .ex s unavatiable
with abstracts retained for limited assessment.
1 :1C5 48; I1C2 6; EC4 5; 1 ; 1C4 2;
Eligibility (full 152 records assessed: 41 using full texts and 111 65 excluded: IC5 48; C, 6; EC45;1C3 3;1C4 2;
: EC2 1. Counts are not disaggregated by source
text/abstract) using abstracts only.
type.
Included 87 studies included in the review. —

Table 1 shows that the arithmetic across identification, screening, eligibility, and inclusion is
internally consistent. The first removal stage accounted for 49 records, leaving 259 records for title-and-
abstract screening. Further screening excluded 107 records and produced 152 eligibility assessments. Of
those assessments, 111 relied on abstracts because their full texts were unavailable. Because eligibility
outcomes were not separated by assessment route, the final composition of the 87 included studies
cannot be determined precisely from the table. The corresponding selection pathway is depicted in Figure
1, which retains the reported counts without allocating exclusions to an unreported full-text or abstract-
only category.

Human Resource Management Practices | 127



PRISMA 2020 STUDY SELECTION FLOW
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Figure 1. PRISMA 2020 flow diagram of the documented study-selection process

Figure 1 traces the transition from 308 identified records to 87 studies included in the narrative
synthesis. It distinguishes removals made before screening from exclusions made during screening and
eligibility assessment. The diagram records the 41 accessible full texts and the 111 assessments that
relied on abstracts. It deliberately does not assign the 65 final exclusions to either assessment route
because that information was not documented. Accordingly, the figure supports the reported overall flow
but does not eliminate uncertainty about the strength of evidence available for the included studies.

Study characteristics and bibliometrics

The 87 included studies were published between 2020 and 2026, with 27 reported in 2026 and 17
in 2020. The evidence base was dominated by nonrandomized quantitative designs (51) and quantitative
descriptive studies (22), compared with six qualitative studies, six mixed-methods studies, and two
randomized trials. Research settings included health services, education, hospitality, banking,
manufacturing, nonprofit organizations, and other public or private workplaces. Reported country
concentrations included China (7), Pakistan (5), Indonesia (5), Ethiopia (5), and South Korea (4),
alongside smaller country groups and multinational datasets (Gemeda & Lee, 2020; Kizuki & Fujiwara,
2020; Vo et al., 2022). These characteristics establish the context in which the thematic results should be
interpreted. Table 2 sets out the reported publication-year and research-design counts.

Table 2. Included studies by publication year and research design (n = 87)

Year n Study design n
2020 17 Non-randomised quantitative 51
2021 10 Quantitative descriptive 22
2022 12 Qualitative 6
2023 14 Mixed methods

2024 3 Randomised controlled trial 2
2025

2026 27

Table 2 shows that the largest publication-year group was 2026, comprising 27 of the 87 studies.
Studies from 2020 formed the second-largest group, while the reported contribution from 2024 was
comparatively small. Nonrandomized quantitative studies constituted the largest design category,
followed by descriptive quantitative research. Only two included studies were classified as randomized
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controlled trials. This distribution limits the extent to which reported relationships across the review can
be interpreted as causal intervention effects.

Healthcare and public-sector studies were prominent, although the corpus also covered private
enterprises and other sectors (Cantarelli et al., 2023; Gile et al.,, 2022; Luthufi et al,, 2021; Mete et al,,
2022; Rajietal., 2026). Reported participants ranged from frontline workers and nurses to managers and
academic staff, while some studies analyzed firm- or organization-level data (Ali et al., 2026; Cao et al,,
2020; Giessner et al., 2023). Several included reports addressed teleworking and changing work
arrangements (Bajabaetal, 2021; Figueira etal., 2023; Gregoriou etal.,, 2023; Nguyen et al.,, 2021). Others
examined broader HRM and organizational outcomes (Asmini et al, 2023; Faizan et al, 2025;
Pawirosumarto et al., 2021; Prasad & De, 2024; Pratidhina & Utami, 2023; Zahrani, 2024). Given this
diversity, effect estimates and explanatory constructs were not presumed interchangeable.

Keyword metadata were available for all 87 included studies. The most frequent terms were job
satisfaction (30), employee performance (19), employee engagement (18), human resource management
practice (18), human resource management (17), and turnover intention (16). The network constructed
from keywords occurring at least twice formed four reported communities: leadership and engagement;
HRM practice and turnover; satisfaction and performance; and HPWS and public healthcare. Publication
outlets included Frontiers in Psychology (21), PLoS One (5), and Heliyon (3), with the remainder
distributed among other outlets. Figure 2 presents the original keyword network retained from the
source manuscript.

saocial exchange theory
professional development

healthcare worker ) . f h
@ perceivecconservation of resources theory. @

. employee well-being

public hospital . job demands-resources maodel
high-performance work s;ge#n . m
work engagement

@ career development . turnover intention . covid-19 pandemic
employee participation . moderating effect
' employee motivation ¢ @ south korea

. ) g .adaptive,perform
- ink. eqtisfaction @ moderadaptive pedo
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: g = human resourceorganizationall commitnient
. strategic human resource management human resource management
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Figure 2. Keyword co-occurrence network for the included studies (original network retained)

Figure 2 depicts four thematic groups in the keyword co-occurrence analysis of the 87 included
studies. The groups reflect recurring attention to leadership, engagement, HRM practices, satisfaction,
and employee performance. One group connects high-performance work systems with public hospitals
and healthcare workers, consistent with the representation of healthcare settings in the corpus. The
visual arrangement describes shared keyword usage rather than the direction, magnitude, or statistical
significance of relationships among research variables. Consequently, the network provides a descriptive
map of topics and should not be treated as evidence of causal mechanisms.

Methodological quality

The MMAT 2018 appraisal covered all 87 included studies. Across the five design-specific criteria,
the record contained 142 "yes", nine "no", and 284 "can't tell" ratings. The 284 indeterminate entries
represented about 65.3% of the 435 criterion-level ratings, indicating that substantial methodological
details could not be evaluated on the information available. The two randomized trials identified in the
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source manuscript, Kossek etal. (2026) and Zheng et al. (2020), were assessed from abstracts only, which
constrains appraisal of their methods. The recorded responses are summarized in Table 3, retaining
design-specific criterion positions without treating them as comparable domains across study types.

Table 3. MMAT 2018 responses by design-specific criterion position (n = 87)

MMAT position Yes No Can't tell

S1 87 0 0

S2 86 0 1

C1 43 1 43
Cc2 49 4 34
C3 16 0 71
C4 8 4 75
C5 26 0 61

Table 3 indicates that the first screening question was answered "yes" for all 87 studies, whereas
one response to the second screening question was indeterminate. Among the five appraisal criteria, C4
had the fewest "yes" ratings and the most "can't tell” ratings. C3 and C5 likewise had many indeterminate
responses, reflecting limited assessable information rather than established methodological failure. The
criterion positions cannot be used to identify a common weakness across different study designs because
the MMAT questions differ by category. The appraisal therefore justifies caution about methodological
certainty but does not support a single numerical ranking of the included studies.

Thematic synthesis

Coding identified eight recurring themes across the included evidence: HRM bundles and employee
attitudes; leadership and engagement; justice, trust, and social exchange; complementarity of HRM
practices; contextual moderation; implementation climate; wellbeing and relational resources; and weak
or contingent attitudinal effects. The counts in Table 4 reproduce the reported number of studies
supporting each theme. They are not presented as a mutually exclusive distribution of the 87 included
studies, because the source manuscript does not provide a study-by-theme mapping. Table 4 outlines the

thematic descriptions before the results are discussed by research question.

Table 4. Themes emerging from the narrative synthesis and reported supporting-study counts

Theme Description n
High-performance work systems and related bundles were frequently associated
HPWS bundles and .g P .. . y . . q y .
: with motivation, commitment, satisfaction, and engagement, with results varying by 8
employee attitudes . . .
implementation and perceptions.
. . Transformational, authentic, inclusive, servant, paradoxical, and distributed
Leadership behaviour as . . . . . .
leadership were examined in relation to employee engagement, satisfaction, and 17
engagement lever L >
performance through reported motivational and relational pathways.
. . Organizational justice, leader trust, perceived support, and psychological contract
Justice trust and social & J } P PP Psy sice
exchange fulfillment were described as relational correlates or proposed mechanisms for 12
commitment and retention.
. Some complementary HRM bundles showed stronger productivity or performance
Complementarity and comp ary . . ger pr ty pe
) . associations than isolated practices, with reported nonlinear and intensity- 6
configurational effects
dependent patterns.
. Sector, ownership, national culture, regulation, and employee characteristics were
Contextual moderation by . : > . .
described as potential contextual conditions; formal moderation tests differed across 9
sector and culture .
studies.
Implementation climate The associations between HR practices and employee responses varied with 6
and leadership interaction  supervisory approach, bullying conditions, and managerial competence.
L . Mindfulness, supportive supervision, and employee-centered practices were
Wellbeing interventions . . PP ber ploy . p
: examined in relation to wellbeing and performance, with proposed pathways 5
and relational resources . . .
through sleep, social capital, and role modeling.
Weak or contingent Some HRM measures had null or nonsignificant associations with satisfaction, 6

attitudinal effects

commitment, or performance, limiting universal claims.
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Table 4 shows that leadership as a lever for engagement had the largest reported theme count (17).
Justice, trust, and social exchange followed with 12 supporting studies, indicating the prominence of
relational interpretations. Six studies were assigned to the complementarity theme and another six to
weak or contingent attitudinal effects in the reported summary. The presence of both favorable and null-
association themes makes a universally positive interpretation of HRM practices difficult to sustain.
Because the theme counts are not linked to an auditable study-level coding table, they should be
understood as the manuscript's reported synthesis categories rather than exhaustive numerical
estimates of the evidence distribution.

RQ1. HRM practices and employee attitudes

Across the included studies, high-performance and high-involvement systems were repeatedly
associated with engagement, commitment, satisfaction, and motivation. Studies addressing coordinated
HRM practices included Afonso et al. (2021), Tensay and Singh (2020), Amoozegar et al. (2025), Baillien
et al. (2022), Cao et al. (2020), and Raji et al. (2026). Within these arrangements, training, autonomy,
performance feedback, and employee involvement were commonly reported alongside favorable
attitudes (Gilitwal & Kumar, 2020; Memon et al, 2020; Roy et al,, 2026). However, evidence about
compensation and selective staffing was not consistently favorable, and some ability-enhancing measures
showed non-significant associations (Johar et al., 2022; Mazhar et al., 2020; Memon et al., 2020). Other
context-specific findings were null or mixed (Bhargava et al., 2026; Hassan, 2022; Linggiallo et al., 2020;
Shankar & Sarkar, 2026). Taken together, the studies suggest recurrent positive associations with
coordinated practices, not a pooled or universally causal effect.

RQ2. Organizational behavior interventions

Leadership was the most extensively represented OB intervention or practice. Transformational,
inclusive, authentic, servant, distributed, supportive, and paradoxical leadership were variously
associated with engagement, satisfaction, wellbeing, retention, or performance (Giessner etal., 2023; Ince
etal,, 2026; Jalloh et al., 2026; Jin et al., 2021; Quek et al., 2021; Stynen & Semeijn, 2023; Wen & Cai, 2025;
Yuwono et al., 2023). Reported explanatory pathways included intrinsic motivation, organizational
identification, trust, psychological safety, leader-member exchange, and work meaningfulness (Gemeda
& Lee, 2020; Liang, 2026; Nubuor et al., 2026; Wang et al.,, 2021). Mindfulness and leave-supportive
supervisor training were discussed in connection with sleep, role modeling, and work outcomes (Kossek
etal, 2026; Zheng et al., 2020). However, some leadership dimensions were weak or nonsignificant, and
abusive or laissez-faire supervision was associated with unfavorable conditions (Akbar, 2023; Jeong et
al,, 2026; Salin et al,, 2022; Teoh et al., 2022). The combination of observational designs and limited trial
detail means that these pathways remain more securely described as reported mechanisms or
associations than as established causal processes.

RQ3. HRM bundles and organizational performance

The organizational-performance findings favored examining complementary HRM systems rather
than isolated management practices, but they offered limited grounds for ranking specific configurations.
Ali et al. (2026) reported nonlinear patterns and intensity thresholds in hospital data, with bundles
involving job design, team quality, and incentives associated with performance differences. Tensay and
Singh (2020) reported stronger relationships for combined HRM arrangements than for individual
practices, while Jadhavar et al. (2026) related HRM practices and employee engagement to organizational
performance. Mustafa et al. (2023) reported green HRM pathways involving knowledge sharing and
innovation, and Acosta-Prado et al. (2020) examined organizational culture in innovative performance.
Counterexamples included weak or nonsignificant financial relationships in SMEs and other contexts
(Bernik & Ferjan, 2026; Bhargava et al, 2026). Different definitions of productivity, financial
performance, innovation, and service outcomes limit the interpretation of these studies as a single
quantitative performance result.
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RQ4. Contextual moderators

The included studies described contextual variation by sector, ownership, national culture,
company size, regulation, and implementation conditions. Comparisons of public and private hospitals
and banking contexts suggested differing HRM constraints, justice perceptions, and organizational
conditions (Gile et al,, 2022; Gile et al., 2026; Jadhavar et al., 2026; Mengstie, 2020). Cross-cultural studies
reported both common leadership-engagement relationships and context-sensitive employee attitudes
(Cho et al,, 2026; Gemeda & Lee, 2020; Vo et al., 2022). Workplace bullying, laissez-faire supervision,
perceived organizational support, and organizational climate were also identified as potential boundary
conditions (Baillien et al., 2022; Jin et al, 2021; Rajak et al., 2024; Salin et al., 2022; Wang, 2025).
Individual conditions such as person-organization matching and attitudes toward artificial intelligence
further extended the scope of contextual variation (Gemmano et al., 2026; Liang, 2026). Because many
reports compared separate settings without formal interaction estimates, not every observed difference
can be described as statistically established moderation.

Feasibility of quantitative synthesis

The planned outcomes for possible quantitative pooling were job satisfaction (standardized mean
difference), organizational commitment (correlation), and organizational performance (correlation). In
the reported feasibility assessment, no outcome contained at least two sufficiently comparable and
documented effect-size datasets, leaving k = 0 for each planned pooled analysis. Consequently, pooled
estimates, confidence intervals, heterogeneity statistics, and prediction intervals were not produced. This
decision concerns the adequacy of extractable data for statistical synthesis and does not imply that no
included studies examined these outcomes. The results are therefore interpreted through narrative
comparisons of study-specific findings.

Discussion

The central finding is not that HRM practices produce uniform employee benefits, but that
favorable associations repeatedly occur alongside evidence of context-dependent and null results.
Studies of HPWS and employee engagement point toward the potential advantage of coordinating
training, feedback, autonomy, and participation, yet they do not identify an invariant practice that
succeeds across all settings (Afonso et al, 2021; Amoozegar et al., 2025; Raji et al, 2026). This
interpretation is compatible with the conflicting results reported for compensation and ability-enhancing
practices, where outcomes appear sensitive to what employees perceive and to how practices are
implemented (Hassan, 2022; Johar et al., 2022; Shankar & Sarkar, 2026). The evidence thus favors a
conditional account over both universal endorsement and categorical rejection of HRM systems. For
theory, the relevant unit of explanation may be the experienced configuration of practices rather than the
nominal presence of individual policies.

The leadership findings complement this explanation because OB practices describe processes
through which formal management arrangements are enacted in everyday relationships. Studies
addressing supportive, inclusive, authentic, and transformational leadership associate these styles with
engagement or performance through motivation, identification, trust, and psychological resources
(Giessner etal., 2023; Jalloh et al., 2026; Jin et al., 2021; Quek et al., 2021). These links are consistent with
the relational accounts advanced in the reviewed literature, but cross-sectional self-reports cannot
establish temporal ordering between leadership perceptions and employee outcomes. The partially
significant leadership dimensions in Teoh et al. (2022) also caution against treating broad leadership
categories as internally uniform. In practice, leadership development merits consideration as part of HRM
implementation, with subsequent evaluation using designs capable of separating perceived support from
actual change in outcomes.

Justice, trust, perceived organizational support, and psychological safety recur across the review
because they offer a plausible bridge between organizational practices and employees' reactions. Bullying
was reported to weaken an otherwise favorable HPWS-engagement relationship, while unfavorable
supervisory approaches were associated with poorer interpersonal conditions (Baillien et al., 2022; Salin
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et al, 2022). Research on psychological resources and organizational justice likewise connected
employee perceptions with wellbeing, commitment, or turnover intention (Gorji et al., 2023; Nubuor et
al., 2026; Shao et al, 2022). These studies provide conceptual coherence across otherwise diverse
interventions, but the pathways were operationalized differently and were not consistently evaluated
together. Future research can test whether these relational constructs remain distinguishable mediators
when assessed concurrently and over time.

The organizational-performance evidence suggests that complementarity warrants more attention
than the isolated effects of individual HRM activities. The reported threshold patterns in Ali et al. (2026)
are compatible with the idea that the productivity association of one practice may depend on the presence
and intensity of others. Related evidence on engagement and green HRM systems offers convergent but
not identical outcomes, including employee performance, innovation, and competitive advantage
(Jadhavar etal., 2026; Mustafa et al., 2023; Tensay & Singh, 2020). Because few studies directly compared
alternative configurations using commensurable organizational measures, the present synthesis cannot
identify a universally optimal HRM bundle. The practical inference is to evaluate proposed bundles
against a defined outcome and organizational constraint rather than assuming that a larger number of
practices will always improve performance.

Contextual differences provide a substantive explanation for why results vary even when the reported
HRM labels are similar. Studies in public and private hospitals identify differences in HRM capacity and
institutional conditions, while research on SMEs and banking systems indicates that ownership and
sector may alter implementation opportunities (Bernik & Ferjan, 2026; Gile et al., 2022; Gile et al., 2026;
Jadhavar etal., 2026). Cross-national findings also show that some leadership-engagement patterns recur
across settings, whereas other employee-outcome relationships differ with cultural characteristics (Cho
etal, 2026; Gemeda & Lee, 2020; Vo et al., 2022). This mixture argues against describing national culture
as an all-purpose explanation for every contrasting result. Moreover, only studies that estimated
interaction effects can substantiate formal moderation claims; descriptive differences remain hypotheses
about possible boundary conditions.

Employee wellbeing requires a separate interpretive caution because the intervention studies are
few and differ substantially in design. Mindfulness-based and supervisor-support interventions suggest
potentially relevant pathways through sleep, role modeling, health, and workplace support
(Kersemaekers et al., 2020; Kossek et al., 2026; Zheng et al., 2020). However, the two randomized trials
included in the source corpus were appraised from abstracts rather than complete reports, leaving trial
conduct and methodological limitations difficult to assess. Evidence from these interventions is therefore
not directly comparable with the much larger collection of nonrandomized self-report studies. A stronger
research program would combine documented intervention protocols with adequate follow-up and
clearly specified employee outcome measures.

The unusually large share of indeterminate MMAT ratings affects the weight that can be placed on
apparently repeated findings. Of 435 design-specific criterion judgments, 284 could not be determined
from the available information, and the review does not report separate quality profiles for full-text and
abstract-only studies. The lack of sufficient comparable effect-size data also prevented the planned meta-
analyses for satisfaction, commitment, and organizational performance. These constraints mean that
convergence in a narrative synthesis should be described as recurrent reporting rather than as a precise
estimate of effect magnitude or certainty. Interpreting findings by design category and completeness of
reporting would be a necessary next step toward stronger confidence assessments.

The review has implications for both management practice and future research, but the
implications should remain proportionate to its evidence base. Organizations may consider coherent
HRM arrangements that align employee resources with credible managerial support, while monitoring
both desired outcomes and possible unintended demands (Amoozegar et al., 2025; Jatoi & Channar, 2026;
Shankar & Sarkar, 2026). Researchers should prioritize prospective designs, objective or multilevel
organizational outcomes, explicit comparisons of HRM bundles, and direct tests of contextual interactions
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(Ali et al.,, 2026; Giessner et al., 2023; Wang, 2025). Entrepreneurial firms and supply-chain-intensive
settings remain promising applications for direct empirical study rather than immediate extrapolation
from the broader sample of sectors. The review's principal conceptual contribution is the organization of
reported HRM and OB associations around mechanisms, practice complementarity, and evidence-
sensitive contextual boundaries.

Limitations and future research

The evidence base was dominated by nonrandomized and descriptive quantitative research, with
only two randomized trials and six mixed-methods studies. Predominant reliance on cross-sectional,
employee-reported measures limits causal inference and raises concerns about common-method
variance. Operational definitions of HPWS, engagement, justice, and organizational performance varied,
including differences between employee-level judgments and objective or firm-level indicators.
Contextual coverage was also uneven, with substantial representation of Asian and African settings and
health-sector populations (Gile et al., 2022; Luthufi et al., 2021; Mengstie, 2020). As a result, patterns
should not be transferred automatically across countries, industries, or organizational sizes.

The review procedure imposed additional constraints: a cap of 100 retrieved records from each
source, one inaccessible database, a post hoc change in the publication window, manual screening by a
single author, and 111 eligibility assessments based on abstracts alone. The summary did not identify
how many of the 87 included studies ultimately came from each assessment route. Substantial MMAT
indeterminacy, absence of a reported study-level evidence matrix, and lack of formal certainty or
reporting-bias assessment further limit independent appraisal. Future reviews should document final
search dates and reproducible database-specific strings, seek full texts systematically, report inclusion
routes separately, and use independent duplicate appraisal where feasible. More primary studies using
longitudinal, experimental, configurational, and multilevel methods would also improve the
comparability and interpretation of HRM and OB findings.

CONCLUSION

This systematic literature review identified recurrent favorable associations between coordinated
HRM practices and employee attitudes, particularly when training, autonomy, feedback, and involvement
were considered as parts of broader practice systems. Leadership findings emphasized motivational and
relational pathways, including trust, support, identification, and psychological safety. At the
organizational level, complementary HRM configurations appeared promising, but relationships varied
by implementation and context, and some studies reported weak or non-significant results. These
conclusions are based on the narrative synthesis of 87 studies rather than pooled effect estimates and
should not be interpreted as uniform causal effects.

Organizations may use the findings to guide context-sensitive evaluation of HRM bundles and
leadership practices, rather than applying supposedly universal prescriptions. Research priorities
include better-documented intervention studies, direct comparisons of HRM configurations, harmonized
outcome metrics, and formal testing of cultural, industry, ownership, and firm-size moderators. Because
much of the source evidence was observational and many records were evaluated from abstracts,
conclusions about magnitude and certainty remain limited. The most defensible contribution of the
review is the identification of convergent mechanisms, divergent results, and methodological conditions
that future empirical research should address.

REFERENCES

Acosta-Prado, J. C., Lépez-Montoya, O. H., Sanchis-Pedregosa, C., & Zarate-Torres, R. A. (2020). Human
resource management and innovative performance in non-profit hospitals: The mediating effect of
organizational culture. Frontiers in Psychology. https://doi.org/10.3389 /fpsyg.2020.01422

134 | Haryanto


https://doi.org/10.3389/fpsyg.2020.01422

Afonso, D. D., Gonzalez-de-la-Rosa, M., Garcia-Rodriguez, F. ]., & Romero-Dominguez, L. (2021). Effects of
high-performance work systems (HPWS) on hospitality employees’ outcomes through their
organizational commitment, motivation, and job satisfaction. Sustainability.
https://doi.org/10.3390/su13063226

Akbar, A. M. (2023). Leadership competency and employee performance in organizations: A case study
of Supercola Beverages Company. International Journal of Management and Commerce Innovations,
11(1), 393-399. https://doi.org/10.5281/zenodo.8272598

Ali, A. D, Narine, L. K., Hill, P. A., & Bria, D. C. (2023). Factors affecting remote workers' job satisfaction in
Utah: An exploratory study. International Journal of Environmental Research and Public Health.
https://doi.org/10.3390/ijerph20095736

Ali, M., Salehnejad, R., & Kawalek, P. (2026). Human resource management, complementarity and hospital
performance: Evidence from the English NHS. The International Journal of Health Planning and
Management. https://doi.org/10.1002/hpm.70093

Amoozegar, A., Esohwode, 0., Falahat, M., Krishnasamy, H. N., Anjum, T., Raju, V., & Hasan, M. A. (2025).
High performance work system and innovative work behaviour: A moderated mediation analysis
of knowledge sharing and employee creativity in Nigerian higher education institutions. PLOS ONE.
https://doi.org/10.1371/journal.pone.0338031

Asmini, Putra, A. H. P. K. P,, & Adawiah, A. (2023). Improving financial efficiency through integrated
human resource management and the mediating role of leadership and organizational culture in
organizational performance. ATESTASI: Jurnal IImiah Akuntansi.
https://doi.org/10.57178/atestasi.v6i2.712

Baillien, E., Salin, D., Bastiaensen, C. V. M., & Notelaers, G. (2022). High performance work systems, justice,
and engagement: Does bullying throw a spanner in the works?. International Journal of
Environmental Research and Public Health. https://doi.org/10.3390/ijerph19095583

Bajaba, A., Bajaba, S., Algarni, M., Basahal, A., & Basahel, S. (2021). Adaptive managers as emerging leaders
during the COVID-19 crisis. Frontiers in Psychology. https://doi.org/10.3389 /fpsyg.2021.661628

Bernik, M., & Ferjan, M. B. (2026). Industry variations and financial impact of HRM practices in Slovenian
SMEs. Organizacija. https://doi.org/10.2478/orga-2026-0013

Bhargava, D. A. K, Zagade, A. D., Vasudevan, A.,, Mohan, D. K,, Khaund, D. M., & Subhadarshini, S. (2026).
Strategic human resource management the role of leadership, organizational behaviour, workforce
planning, employee retention, and employee engagement in enhancing organizational
performance. The Journal of Theoretical Accounting Research. https://doi.org/10.1922 /srhz7472

Cantarelli, P., Vainieri, M., & Seghieri, C. (2023). The management of healthcare employees' job
satisfaction: Optimization analyses from a series of large-scale surveys. BMC Health Services
Research. https://doi.org/10.1186/s12913-023-09426-3

Cao, M,, Zhao, Y., & Zhao, S. (2020). Facilitating the implementation process of high-performance work
systems: The role of authentic leadership. Frontiers in Psychology.
https://doi.org/10.3389 /fpsyg.2020.550711

Cho, C.-C., & Kao, R.-H. (2022). Developing sustainable workplace through leadership: Perspectives of
transformational leadership and of organizational citizenship behavior. Frontiers in Psychology.
https://doi.org/10.3389 /fpsyg.2022.924091

Cho, I, Jo, S.]., & Bui, M. H. (2026). How organizational justice reduces turnover intention of Korean and
non-Korean employees in South Korea: The mediating roles of organizational conflict and job
satisfaction. Frontiers in Psychology. https://doi.org/10.3389/fpsyg.2026.1824345

Faizan, M., Yousaf, A, & Khan, S. M. (2025). Psychological contract breach and its consequences on
employee turnover intentions, job satisfaction, and organizational commitment: Insights from
human resource management and workplace psychology. Inverge Journal of Social Sciences.
https://doi.org/10.63544 /ijss.v4i3.164

Figueira, A. D. S,, Costa, S. R. R, Ferraz, F. T., Rampasso, I. S., & Resende, D. N. (2023). An analysis of
teleworking management practices. Work. https://doi.org/10.3233/WOR-211401

Gemeda, H. K., & Lee, ]. (2020). Leadership styles, work engagement and outcomes among information
and communications technology professionals: A cross-national study. Heliyon.
https://doi.org/10.1016/j.heliyon.2020.e03699

Human Resource Management Practices | 135


https://doi.org/10.3390/su13063226
https://doi.org/10.5281/zenodo.8272598
https://doi.org/10.3390/ijerph20095736
https://doi.org/10.1002/hpm.70093
https://doi.org/10.1371/journal.pone.0338031
https://doi.org/10.57178/atestasi.v6i2.712
https://doi.org/10.3390/ijerph19095583
https://doi.org/10.3389/fpsyg.2021.661628
https://doi.org/10.2478/orga-2026-0013
https://doi.org/10.1922/srhz7472
https://doi.org/10.1186/s12913-023-09426-3
https://doi.org/10.3389/fpsyg.2020.550711
https://doi.org/10.3389/fpsyg.2022.924091
https://doi.org/10.3389/fpsyg.2026.1824345
https://doi.org/10.63544/ijss.v4i3.164
https://doi.org/10.3233/WOR-211401
https://doi.org/10.1016/j.heliyon.2020.e03699

Gemmano, C. G., Molinaro, D., Bellini, D., De Simone, S. D., Giancaspro, M. L., Mondo, M., Buono, C., Barbieri,
B., Spagnoli, P., & Manuti, A. (2026). Making artificial intelligence work at work: The role of human
resource practices and personal attitudes in fostering meaningful work with artificial intelligence.
Behavioral Sciences. https://doi.org/10.3390/bs16020238

Giessner, S. R,, Dawson, J. F,, Horton, K. E., & West, M. (2023). The impact of supportive leadership on
employee outcomes during organizational mergers: An organizational-level field study. Journal of
Applied Psychology. https://doi.org/10.1037 /apl0001042

Gile, P. P.,, van de Klundert, ]. V. D., & Buljac-Samardzic, M. (2022). Human resource management in
Ethiopian public hospitals. BMC Health Services Research. https://doi.org/10.1186/s12913-022-
08046-7

Gile, P. P., van de Klundert, . V. D., & Buljac-Samardzi¢, M. (2026). The role of context in strategic human
resource management within private hospitals in Ethiopia, compared to public hospitals. Frontiers
in Health Services. https://doi.org/10.3389/frhs.2026.1740353

Gilitwal, B., & Kumar, A. K. N. A. (2020). Leadership influence on employee outcomes through job
resources and employee engagement. International Journal of Psychosocial Rehabilitation.
https://doi.org/10.61841/jah4e407

Gorji, M. A. H,, Sahebi, A. K, Yaghoubi, T., Cherati, . Y., Ahmed, S., & Zhianfar, L. (2023). Investigating the
link between organisational justice, positive organisational behaviour and productivity in
emergency nurses. Emergency Nurse. https://doi.org/10.7748/en.2022.e2134

Gregoriou, I, Economidou, E. C, Avraam, D., Soteriades, E. S. Papastavrou, E. Charalambous, A,
Stylianides, A., & Merkouris, A. (2023). Leadership and intention to leave among public health
sector physicians in Cyprus: A national cross-sectional study. Studies in Health Technology and
Informatics. https://doi.org/10.3233/SHT1230431

Hasinat, 1., Soulami, M., Nassim, S., Benchekroun, S., & Loulidi, S. (2026). Perceived HR practices and
employee performance: Mediating effects of affective commitment and moderating effects of
transformational leadership. Frontiers in Sociology. https://doi.org/10.3389/fsoc.2026.1840147

Hassan, Z. (2022). Employee retention through effective human resource management practices in
Maldives: Mediation effects of compensation and rewards system. Journal of Entrepreneurship,
Management and Innovation. https://doi.org/10.7341/20221825

Hong, Q. N., Fabregues, S., Bartlett, G., Boardman, F., Cargo, M., Dagenais, P., Gagnon, M.-P., Griffiths, F.,
Nicolau, B, 0’Cathain, A., Rousseau, M.-C., Vedel, I., & Pluye, P. (2018). The Mixed Methods Appraisal
Tool (MMAT) version 2018 for information professionals and researchers. Education for
Information, 34(4), 285-291. https://doi.org/10.3233/EFI-180221

Hu, J. (2026). Integrating Three-Wide Education into HRM for talent development in Chinese enterprises.
Acta Psychologica. https://doi.org/10.1016/j.actpsy.2026.106566

ince, U., Ozcan, B,, Siyahtas, A., & Erdogan, R. (2026). Examining the effect of authentic leadership and
contextual performance on work engagement among employees working in sports organizations.
Frontiers in Psychology. https://doi.org/10.3389 /fpsyg.2026.1669534

Jadhavar, S. S., Kulkarni, D. V., & Singh, D. S. (2026). Impact of human resource management practices on
organizational performance: Evidence from the Indian banking industry. Genetics and Molecular
Research. https://doi.org/10.4238/3eh73136

Jalloh, L. S., Li, S., & Zhang, G. (2026). The influence of transformational leadership on job satisfaction and
employee performance: A moderated mediation analysis of intrinsic motivation and perceived
calling in Sierra Leone. Frontiers in Psychology. https://doi.org/10.3389/fpsyg.2026.1794139

Jatoi, S. A., & Channar, S. H. (2026). When does trust in leader foster innovative work behaviour in public
hospitals? Role of employee engagement and high-performance work systems. Journal of Health
Organization and Management. https://doi.org/10.1108/JHOM-08-2025-0498

Jeong, K.-H., Mun, H., & Jeong, G.-H. (2026). Sports instructors' job insecurity and turnover intention in
South Korea: A moderated mediation model of abusive supervision, work engagement, and
perceived organizational support. PLOS ONE. https://doi.org/10.1371/journal.pone.0347639

Jin, S, Li, Y., & Xiao, S. (2021). What drives employees' innovative behaviors in emerging-market
multinationals? An integrated approach. Frontiers in Psychology.
https://doi.org/10.3389 /fpsyg.2021.803681

Johar, E. R, Rosli, N., Khairi, S. M. M., Shahruddin, S., & Nor, N. M. (2022). COVID-19 outbreak: How do
human resource management practices affect employee well-being?. Frontiers in Psychology.
https://doi.org/10.3389/fpsyg.2022.923994

136 | Haryanto


https://doi.org/10.3390/bs16020238
https://doi.org/10.1037/apl0001042
https://doi.org/10.1186/s12913-022-08046-7
https://doi.org/10.1186/s12913-022-08046-7
https://doi.org/10.3389/frhs.2026.1740353
https://doi.org/10.61841/jah4e407
https://doi.org/10.7748/en.2022.e2134
https://doi.org/10.3233/SHTI230431
https://doi.org/10.3389/fsoc.2026.1840147
https://doi.org/10.7341/20221825
https://doi.org/10.3233/EFI-180221
https://doi.org/10.1016/j.actpsy.2026.106566
https://doi.org/10.3389/fpsyg.2026.1669534
https://doi.org/10.4238/3eh73136
https://doi.org/10.3389/fpsyg.2026.1794139
https://doi.org/10.1108/JHOM-08-2025-0498
https://doi.org/10.1371/journal.pone.0347639
https://doi.org/10.3389/fpsyg.2021.803681
https://doi.org/10.3389/fpsyg.2022.923994

Kersemaekers, W. M., Vreeling, K., Verweij, H., van der Drift, M. V. D,, Cillessen, L., van Dierendonck, D. V.,
& Speckens, A. E. M. (2020). Effectiveness and feasibility of a mindful leadership course for medical
specialists: A pilot study. BMC Medical Education. https://doi.org/10.1186/s12909-020-1948-5

Kizuki, M., & Fujiwara, T. (2020). Quality of supervisor behaviour, workplace social capital and
psychological well-being. Occupational Medicine. https://doi.org/10.1093/occmed/kqaa070

Kossek, E. E., Allen, S. ], Lawson, K. M., Hammer, L. B., Bodner, T., Xu, ]J., Holladay, C. L., Herron, A. W.,
Cavanaugh, K. J., & Perry, M. (2026). Offering paid sick and family leave is not enough: Leave
supportive supervisor behavior training improves policy use, health, and work outcomes. Journal
of Applied Psychology. https://doi.org/10.1037 /apl0001395

Liang, R. (2026). The impact of value-based leadership on employee innovative behavior: The mediating
role of organizational identification and moderating role of person-organization matching.
Frontiers in Psychology. https://doi.org/10.3389/fpsyg.2026.1807510

Linggiallo, H. D., Riadi, S. S., Hariyadj, S., & Adhimursandi, D. (2020). The effect of predictor variables on
employee engagement and organizational commitment and employee performance. Management
Science Letters. https://doi.org/10.5267/j.msl.2020.8.033

Luthufi, M., Pandey, ]J.,, Varkkey, B., & Palo, S. (2021). Nurses' perception about human resource
management system and prosocial organisational behaviour: Mediating role of job efficacy. Journal
of Nursing Management. https://doi.org/10.1111/jonm.13355

Mazhar, R., Sarwar, M. A,, Malik, M. Y., Nazam, M., & Mazhar, S. (2020). Impact of high performance work
systems on organizational performance. International Journal of Asian Business and Information
Management. https://doi.org/10.4018/1JABIM.2020100102

Memon, M. A, Salleh, R., Mirza, M. Z., Cheah, J., Ting, H., Ahmad, M. S., & Tariq, A. (2020). Satisfaction
matters: The relationships between HRM practices, work engagement and turnover intention.
International Journal of Manpower. https://doi.org/10.1108/1]M-04-2018-0127

Mengstie, M. M. (2020). Perceived organizational justice and turnover intention among hospital
healthcare workers. BMC Psychology. https://doi.org/10.1186/s40359-020-0387-8

Mete, M., Goldman, C., Shanafelt, T., & Marchalik, D. (2022). Impact of leadership behaviour on physician
well-being, burnout, professional fulfilment and intent to leave: A multicentre cross-sectional
survey study. BMJ Open. https://doi.org/10.1136/bmjopen-2021-057554

Mustafa, K., Hossain, M. B,, Ahmad, F., Ejaz, F., Khan, H. G. A., & Dunay, A. (2023). Green human resource
management practices to accomplish green competitive advantage: A moderated mediation model.
Heliyon. https://doi.org/10.1016/j.heliyon.2023.e21830

Nguyen, T. D., Phung, H. T., Vo, N. T., Tran, T. C., & Hoang, S. C. (2021). Level and influencing factors of job
motivation among administrative staff at public hospitals in Vietnam. INQUIRY: The Journal of
Health Care Organization, Provision, and Financing.
https://doi.org/10.1177/00469580211060800

Nubuor, S. A., Bosomtwe, T. E., Obuobi, R.,, Bampoe, H. S., & Bosomtwe-Duker, D. E. (2026). Understanding
the pathways to workplace flourishing: The effect of trust and psychological safety in high-pressure
work environments. Frontiers in Psychiatry. https://doi.org/10.3389 /fpsyt.2026.1912314

Page, M. ]., McKenzie, ]. E., Bossuyt, P. M., Boutron, 1., Hoffmann, T. C., Mulrow, C. D., Shamseer, L., Tetzlaff,
J. M., AK], E. A, Brennan, S. E., Chou, R,, Glanville, ]., Grimshaw, ]. M., Hrébjartsson, A., Lalu, M. M., Li,
T., Loder, E. W.,, Mayo-Wilson, E., McDonald, S., ... Moher, D. (2021). The PRISMA 2020 statement:
An updated guideline for reporting systematic reviews. BMJ, 372, Article n71.
https://doi.org/10.1136/bmj.n71

Pawirosumarto, S., Yusmeiliani, S., & Sari, F. A. (2021). The role of organizational commitment mediation
in the relationship between human resource management practices and employee engagement
towards employee performance. International Journal of Artificial Intelligence Research.
https://doi.org/10.29099/ijair.v6i1.338

Prasad, K., & De, T. (2024). Generative Al as a catalyst for HRM practices: Mediating effects of trust.
Humanities and Social Sciences Communications. https://doi.org/10.1057 /s41599-024-03842-4

Pratidhina, P. H., & Utami, I. (2023). Organizational behavior analysis in the context of human resource
management. Almana: Jurnal Manajemen dan Bisnis. https://doi.org/10.36555/almana.v7i2.2328

Quek, S. ], Thomson, L., Houghton, R., Bramley, L., Davis, S., & Cooper, J. E. (2021). Distributed leadership
as a predictor of employee engagement, job satisfaction and turnover intention in UK nursing staff.
Journal of Nursing Management. https://doi.org/10.1111/jonm.13321

Human Resource Management Practices | 137


https://doi.org/10.1186/s12909-020-1948-5
https://doi.org/10.1093/occmed/kqaa070
https://doi.org/10.1037/apl0001395
https://doi.org/10.3389/fpsyg.2026.1807510
https://doi.org/10.5267/j.msl.2020.8.033
https://doi.org/10.1111/jonm.13355
https://doi.org/10.4018/IJABIM.2020100102
https://doi.org/10.1108/IJM-04-2018-0127
https://doi.org/10.1186/s40359-020-0387-8
https://doi.org/10.1136/bmjopen-2021-057554
https://doi.org/10.1016/j.heliyon.2023.e21830
https://doi.org/10.1177/00469580211060800
https://doi.org/10.3389/fpsyt.2026.1912314
https://doi.org/10.1136/bmj.n71
https://doi.org/10.29099/ijair.v6i1.338
https://doi.org/10.1057/s41599-024-03842-4
https://doi.org/10.36555/almana.v7i2.2328
https://doi.org/10.1111/jonm.13321

Rajak, B, Reddy, K. V., Singh, P., & Kumar, V. (2024). Mapping the family incivility, dissatisfaction and
organizational support after the COVID-19 outbreak. Work. https://doi.org/10.3233/WOR-220690

Raji, I. A, Ismail, A. I, & Salam, M. A. (2026). High-performance work systems, organizational
identification, trust in leader, perceived organizational support and healthcare professionals'
turnover intention. Journal of Health Organization and Management.
https://doi.org/10.1108/JHOM-06-2025-0366

Roy, M., Akbar, D., Rajapaksa, D., & Rahman, A. (2026). Aligning labour force perceptions to job attraction,
satisfaction and retention strategies in horticulture: A data-driven empirical study for Australian
banana industry. PLOS ONE. https://doi.org/10.1371/journal.pone.0344799

Salin, D., Baillien, E., & Notelaers, G. (2022). High-performance work practices and interpersonal
relationships: Laissez-faire leadership as a risk factor. Frontiers in Psychology.
https://doi.org/10.3389/fpsyg.2022.854118

Shankar, U., & Sarkar, A. (2026). Rooted in purpose: The role of green HRM practices in cultivating work
meaningfulness. Acta Psychologica. https://doi.org/10.1016/j.actpsy.2026.106486

Shao, L., Guo, H,, Yue, X., & Zhang, Z. (2022). Psychological contract, self-efficacy, job stress, and turnover
intention: A view of job demand-control-support model. Frontiers in Psychology.
https://doi.org/10.3389 /fpsyg.2022.868692

Stynen, D., & Semeijn, J. (2023). Paradoxical leadership and well-being in turbulent times: A time-lagged
study. Frontiers in Psychology. https://doi.org/10.3389 /fpsyg.2023.1148822

Tensay, A. T., & Singh, M. (2020). The nexus between HRM, employee engagement and organizational
performance of federal public service organizations in  Ethiopia.  Heliyon.
https://doi.org/10.1016/j.heliyon.2020.e04094

Teoh, B. E. W.,, Wider, W., Saad, A.,, Sam, T. H., Vasudevan, A, & Lajuma, S. (2022). The effects of
transformational leadership dimensions on employee performance in the hospitality industry in
Malaysia. Frontiers in Psychology. https://doi.org/10.3389 /fpsyg.2022.913773

Thomas, J., & Harden, A. (2008). Methods for the thematic synthesis of qualitative research in systematic
reviews. BMC Medical Research Methodology, 8, Article 45. https://doi.org/10.1186/1471-2288-8-
45

Vo, T. T. D., Tuliao, K. V,, & Chen, C.-W. (2022). Work motivation: The roles of individual needs and social
conditions. Behavioral Sciences. https://doi.org/10.3390/bs12020049

Wang, F. (2025). Enhancing sustainable innovation in Al companies: The role of perceived organizational
support, job  satisfaction, and job embeddedness. Frontiers in  Psychology.
https://doi.org/10.3389/fpsyg.2025.1689933

Wang, H., Chen, M., & Li, X. (2021). Moderating multiple mediation model of the impact of inclusive
leadership on employee innovative behavior. Frontiers in Psychology.
https://doi.org/10.3389 /fpsyg.2021.666477

Wen, W., & Cai, X. (2025). Artificial intelligence and Chinese university teachers' work performance: A
synergistic or adversarial relationship. Frontiers in Psychology.
https://doi.org/10.3389 /fpsyg.2025.1698895

Yuwono, H., Eliyana, A., Buchdadi, A. D., Hamidah, & Jalil, N. I. A. (2023). Triple mediation of attitude to
bridge transformational leadership on organizational citizenship behavior. PLOS ONE.
https://doi.org/10.1371/journal.pone.0281220

Zahrani, A. A. (2024). Impact of work environment, leadership, human resources practices and
technology on organizations performance. Journal of Entrepreneurship and Sustainability Issues.
https://doi.org/10.9770/jesi.2024.12.1(7)

Zheng, M. X., Masters-Waage, T. C,, Yao, ], Lu, Y., Tan, N., & Narayanan, . (2020). Stay mindful and carry
on: Mindfulness neutralizes COVID-19 stressors on work engagement via sleep duration. Frontiers
in Psychology. https://doi.org/10.3389 /fpsyg.2020.610156

138 | Haryanto


https://doi.org/10.3233/WOR-220690
https://doi.org/10.1108/JHOM-06-2025-0366
https://doi.org/10.1371/journal.pone.0344799
https://doi.org/10.3389/fpsyg.2022.854118
https://doi.org/10.1016/j.actpsy.2026.106486
https://doi.org/10.3389/fpsyg.2022.868692
https://doi.org/10.3389/fpsyg.2023.1148822
https://doi.org/10.1016/j.heliyon.2020.e04094
https://doi.org/10.3389/fpsyg.2022.913773
https://doi.org/10.1186/1471-2288-8-45
https://doi.org/10.1186/1471-2288-8-45
https://doi.org/10.3390/bs12020049
https://doi.org/10.3389/fpsyg.2025.1689933
https://doi.org/10.3389/fpsyg.2021.666477
https://doi.org/10.3389/fpsyg.2025.1698895
https://doi.org/10.1371/journal.pone.0281220
https://doi.org/10.9770/jesi.2024.12.1(7)
https://doi.org/10.3389/fpsyg.2020.610156

