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Abstract. This study aims to systematically examine how Human Capital Management (HCM)
contributes to organizational performance by synthesizing existing empirical and review-based
literature. The review seeks to identify core mechanisms, enabling conditions, and performance
pathways through which HCM operates as a strategic organizational system. A systematic
literature review (SLR) approach was employed to analyze fifteen peer-reviewed studies
published between 2013 and 2025. Relevant articles were identified through a structured search
of academic databases using keywords related to human capital management, organizational
performance, innovation, leadership, and human capital development. The selected studies were
screened using predefined inclusion and exclusion criteria and analyzed through thematic
synthesis with an interpretative orientation. The synthesis reveals four dominant themes that
consistently explain the performance effects of HCM: competency development as the core
mechanism, organizational innovation as an outcome and mediating process, transformational
leadership as an enabling condition, and performance infrastructure as a motivational system.
The findings indicate that HCM enhances organizational performance when human capital
development is integrated with organizational strategy, supported by leadership, and reinforced
by aligned reward and appraisal systems. The review concludes that HCM functions most
effectively as an integrated strategic architecture rather than a set of administrative HR
practices. Its impact on performance is contingent upon contextual alignment, leadership
support, and institutionalized development systems. These findings provide a comprehensive
framework for advancing both research and practice on strategic human capital management.
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INTRODUCTION

The modern organizational environment is being influenced by more significant and
interconnected changes related to the sphere of globalization, digitalization, and the increased
prevalence of knowledge-based economic processes (Vlasov et al,, 2022; Mamanazarov et al,,
2025; Trushkina, 2019; Adamik & Sikora-Fernandez, 2021). Such changes have not only escalated
competition in different sectors, but have also radically changed the nature in which
organizations generate, maintain, and renew their performance. Even within these
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circumstances, the classical pillars of competitive advantage, to which the long-standing physical
resources, financial capabilities, and technological support were long considered to be the core,
are no longer adequate to guarantee the long-term viability of the organization (Lofsten, 2016;
Teece, 2007).

On the one hand, these resources continue to be valuable, but they are becoming more
accessible, mobile, and imitable, which makes them less strategically differentiated.
Consequently, there has been a gradual scholarly and managerial shift in the trend of considering
human resources to be the most significant, the least imitable, as well as the most strategically
material source of organizational value (Delery & Roumpi, 2017; Lengnick-Hall et al., 2009).

This change is more of a change in management thinking where employees are no longer
considered as inputs to operations and costing factors but as a source of knowledge, skills,
experience, creativity and social capacity that when combined are viewed as a type of capital.
Organizational success in this view acts not merely as the surrogate of effective processes or
technical excellence, but as a direct function of how systematically and coherently organisations
invest, develop, mobilise and maintain their human resources (Zaugg & Thom, 2002).

It is in this wider intellectual and practical trend that the notion of Human Capital
Management (HCM) has been brought into the limelight as a strategic concept which attempts to
rebrand the management of people as more of an administrative, supportive role rather than a
fundamental organizational strategy that directly influences performance and long-term
sustainability. Elias & Scarbrough (2004) and Greer et al. (2017) explains that Human Capital
Management is a strategic system that brings together the human resource policies, practices and
systems in an effort to ensure the human resource assets are maximized in terms of contribution.

The significance of this formulation lies in the fact that it highlights one of the core
differences between HCM and traditional human resource management styles which tend to be
procedural compliance, short-term operational efficiency and administrative control (Vo &
Bartram, 2012; Almase, 2023). The human resource management in most organizations is still
based on such routine as payroll administration, staffing processes, and regulatory compliance.
All these functions are required, but they do not per se become a strategic approach of managing
human capabilities (Boxall, P., & Purcell, 2000; Lengnick-Hall et al., 2011). HCM, by contrast, has
a long term, value-based approach, which considers human capabilities as strategic capital which
need to be developed and exploited in a systematically consistent way with the overall mission,
vision and competitive positioning of the organization.

In this respect, human capital management (HCM) is not merely an instrument of technical
or managerial character but rather a strategic orientation which redefines the connection
between employees and organization performance (Sohel-Uz-Zaman et al., 2022; Hayton, 2003;
Afiouni, 2013; Weiskopf & Munro, 2012; Kiran et al., 2022). It makes it core to the decision that
decision making on recruitment, training, career development, performance management and
rewards should not be independent administrative decisions but rather part of a larger strategic
architecture with the goal of developing organizational capabilities in the long term. In that sense,
an organization is not evaluated based on short-term output or financial results but rather in its
ability to learn, adapt, innovate and remain relevant in an ever-changing environment
(Dervitsiotis, 2014; Beer et al., 2005).

Although the problem of HCM gains more and more recognition in scholarly publications
as well as in the rhetoric of managers, the actual implementation of this strategic orientation is
characterized by a significant imbalance. Human resource management in most organizational
environments especially in the developing and transitional economies is currently influenced by
bureaucratic affairs, fragmented developmental efforts and short-term performances (Okpara, J.
0., & Wynn, 2007; Aulakh & Kotabe, 2011). Investments in training and development are usually
ad hoc, loosely coupled, or handled as discretionary spending which can be cut easily when the



organization is under financial stress (Sheehan, 2014; Sung & Choi, 2014; Gachunga, 2008; Turner
etal.,, 2009).

As a result, the strategic capabilities of the human capital are often under-exploited, and
the people are still run as an expense, but not as a source of value creation in the long term. This
is the chronic mismatch between the strategic ideals of HCM and the facts of organizational
practice that is central to the problem, and should be systematically and critically analyzed by
scholars. According to Wicaksana (2022), Indonesian context offers rather a complex and
interesting environment to examine this issue. Indonesia is undergoing multi-layered changes
related to bureaucratic change, digital change, industrial change, and the slow overlapping of a
knowledge-based economy.

These processes mount pressure on both the government and the business sector to be
more adaptive in order to boost service delivery, become innovative and more responsive to
swiftly evolving environments. Simultaneously, most Indonesian organizations still are working
in an institutional and cultural context which places greater emphasis on hierarchy, procedural
stability and administrative control at the expense of long-term capability development and
strategic human investment (Selvarajah & Meyer, 2018; Efferin & Hopper, 2007; Soehardjojo &
Delbridge, 2023). This organizational contradiction provides a difficult field to implement HCM
as areal strategic management of people in a meaningful and consistent way.

Within this context, the human capital management (HCM) discourse is often coherent with
organizational practices which are largely administrative and compliance-focused. The human
capital, talent, and strategic people management are formally mentioned in more and more policy
documents, corporate reports, and organizational mission statements (Jackson et al., 2014;
Schuler, 1992). However, the practical application of these ideas to logical systems of recruitment,
development, performance management, and reward has not been completed yet.

HCM is in most situations seen as a symbolic or rhetorical commitment rather than a highly
institutionalised managerial practice, which systematically influences the construction of
decision-making and distribution of resources (Hermans & Ulrich, 2021). Empirical research
carried out in Indonesia has however led to some crucial initial evidence that HCM- oriented
practices can have positive contribution to the performance of the organization. As an example,
Agarwala (2003) state that organizations that have more strategic methods of managing human
capital are likely to have the following aspects of high levels of productivity, innovation, and
employee commitment.

This means that the potential of HCM as a factor of organizational change in the context of
Indonesia is relatively high, which supports the overall theoretical claim that human capabilities
are an important source of value generation in modern organizations. Nonetheless, these results
are promising but they need to be taken with caution. The majority of the existing research is
carried out in a limited field or institutional, organizational context and their findings are hardly
ever put into an analytical framework (DeVaujany et al., 2014; Buchanan & Bryman, 2007). This
means that despite the generally positive correlation that was found in the literature between
HCM and performance, it is not clear how consistent, strong, and situation-specific this
correlation is in various organizational settings in Indonesia.

Also unclear are what dimensions of HCM have the most significant influences, how their
influences can be achieved and under what organizational and institutional circumstances they
are likely to be successful. Further, many of the existing literature generally tend to introduce the
variation between HCM and the organizational performance in quite a positive and linear way,
implicitly supposing that the good human capital management will inevitably result in the good
organizational performance. Although this assumption is, intuitively, understandable, there is a
danger of the assumption obscuring the multi-layered social, organizational and institutional
processes through which human potential is turned into organizational value.



Practically, the influences of HCM are mediated by a large number of variables, such as
leadership practices, organizational culture, governance structure, incentive system, and the
general regulatory and institutional landscape. Without a keen interest in these mediating
circumstances, the notion of HCM is being relegated to an aesthetic slogan instead of being a
sound analytical and strategic tool. Another problem of the current body of literature is
conceptual ambiguity of the concept of Human Capital Management (HCM) as such. HCM is used
in numerous empirical studies which conflate HCM with associated concepts like human resource
management, strategic human resource management, or talent management, without having a
clear theoretical demarcation.

This theoretical mixing destroys the progressive development of knowledge and makes it
hard to compared results of studies, which prevents the construction of a consistent knowledge
about the exact phenomena under study and analysis. As a result, the literature is threatened of
being disintegrated and descriptive, but not analytically connected and theoretically progressive.
Theoretically speaking, this strategic significance of human capital is supported by a number of
powerful traditions in the fields of economics, management and organizational research.

The human capital theory assumes that education, training, and experience are investments
that increase the productivity of individuals, as well as provide a payback to organizations. On the
organizational level, the given view presupposes that the expenses on human development
cannot be viewed as the consumptive costs but the strategic investments in future performance.
This is also supported by the paradigms of strategic management, which take organizations as a
collection of resources and capabilities with some potentially contributing to sustained
competitive advantage when valuable, rare, inimitable, and non-substitutable.

In this larger intellectual context, it is possible to construct HCM as an effort to translate
these theoretical findings into a sensible managerial logic. Through coordinating recruitment,
development, performance management and reward systems with organizational strategy, HCM
aims at such an outcome that human capabilities are not only developed, but they are also
efficiently employed to the service of organizational goals. However, the effectiveness of such a
translation is not only subject to the formal design of human resource systems but also to the
quality of leadership, nature of organization culture, and that of strategic coherence of various
levels of the organization.

In the absence of such coherence, HCM initiatives will probably lack cohesion, depth, or
remain surface-level. These challenges are especially visible in the public sector and the small-
and-medium-sized enterprises (SMEs) in Indonesia. Public organisations often have a rigid set of
guidelines that restrict managerial flexibility in human resource affairs and encourage a
compliance-based approach to personnel management. SMEs, on the other hand, have to face
resources constraints and pressures to survive on short-term basis on a regular basis, and thus,
it becomes hard to justify long-term investment in human capital.

Even in big privates, Human Capital Management (HCM) programs tend to be undertaken
on a haphazard basis influenced more by external requirements of legitimacy or managerial
fashion than by a deep-rooted strategic pledge of investment in human capital. These conditions
pose critical questions of how HCM is being conceptualised, practised and experienced in the
context of Indonesian organisations and how HCM affects organisational performance.

A significant increase in the amount of researches about HCM in Indonesia has occurred
over the last few years; however, the available literature is still highly disparate and sector-
specific. Majority of the studies are conducted with specific institutions, industries or managerial
practice and there are few efforts in synthesising those findings to a more broad and integrative
lense. As a result, policy-makers, practitioners, and scholars do not have a systematic and
analytically based understanding of the existing knowledge about the role of HCM in the
Indonesian organisations, about the patterns and regularities that can be observed, about the
contradictions, or gaps that still remain unresolved.



It is this very dissection of knowledge that highlights the need to have a systematic
literature review. Unlike narrative or selective reviews, a systematic literature review seeks to
locate, critically appraise and summarise extant research in a transparent and systematic manner.
Its aim is not only to summarise previous studies; it aims to build a consistent analytical map of
the discipline that previews the hegemonic themes, theoretical orientations, empirical trends,
and positionings that elucidate unresolved problems. Such an approach is especially relevant in
the framework of HCM and organisational performance in Indonesia, where the strategic
relevance of the topic and the diversity of organisational settings where HCM practices are
implemented go.

With that in mind, the research paper attempts to examine how the Human Capital
Management can contribute to organisational performance in Indonesia by conducting a
methodical examination of the existing empirical literature published in nationally recognised
journals indexed in SINTA 1 to 3 between 2019 and 2024. Through the analysis and synthesis of
the results of this research, the study will provide an additional holistic and analytically anchored
insight into the conceptualisation, operationalisation and relation of HCM to organisational
outcomes in the Indonesian context.

This way, the research becomes an addition and an extension of previous studies like those
by Agarwala (2003), but places them in a more extensive and more methodical analytical
framework that would fit the strategic perspective as explained by Hermans & Ulrich (2021).
Other than mapping available findings, this study also aims at making a contribution to a deeper
and more critical insight on Human Capital Management (HCM) as a strategic managerial
paradigm. Instead of considering HCM as a one-size-fits-all solution that would be universally
effective, the review admits that the efficacy of the concept is influenced by the multifaceted
interactions between organizational policies, management approaches, institutional limitations,
and cultural values.

In explaining the promises as well as the constraints of HCM implementation, the study will
attempt to go beyond the normative assertions and develop a more subtle and evidence-based
perspective on the strategic value of human capital in organizational growth. In a more practical
sense, the results of this review should become stronger conceptual and empirical underpinnings
among organizational leaders, human resource specialists as well as policymakers in Indonesia.
By having a more integrated and concrete idea about how HCM affects organizational
performance, it would be possible to design more coherent, context-specific, and sustainable
ways of managing human capital.

At the same time, revealing gaps and limitations in the current literature, the study can
contribute to designing a more specific and theoretically oriented agenda of conducting research
on the issue of human capital and organizational performance in Indonesia in the future. Thus,
although Human Capital Management has become one of the primary ideas in the modern sphere
of management, its operational sense, strategic importance, and the impact of the empirical
effects in the Indonesian scenario have been inadequately combined and thoroughly investigated.
This paper will overcome that difficulty, providing a critical and analytical summary of the latest
studies, whose purpose is to enhance the conceptualization and the practical applicability of HCM
as an organizational performance driver in Indonesia.

Theoritical Review
Human Capital Theory

The concept of human capital (Human Capital Theory) was first introduced by Fleischhauer
(2007). This theory explains that humans are not simply labor but a form of productive
investment that can generate economic and social value for an organization. This value comes
from the accumulation of knowledge, skills, and abilities acquired through education, training,
and work experience. In the context of modern organizations, this theory forms the basis for the



development of Human Capital Management (HCM), where human resources are considered a
strategic asset that determines organizational success. Rudihartati & Dwiono (2025) emphasized
that investment in human development can increase individual productivity while strengthening
organizational competitiveness.

In Indonesia, this theory is widely applied in the public and private sectors to explain how
employee training, education, and career development can improve organizational performance
(Ginting, 2019). Nurimansjah (2023) and Rustam et al. (2024) added that organizations that
prioritize human resource development are more adaptable to technological and market changes.
Thus, human capital theory emphasizes the importance of continuous investment in people as
the organization's primary capital. Human resources are not just operational costs, but are a
source of sustainable competitive advantage.

Resource-Based View (RBV)

The Resource-Based View (RBV) theory was introduced by Wernerfelt and developed by
Barney. RBV views organizations as a collection of unique resources, and competitive advantage
is achieved when the organization possesses resources that are valuable, rare, inimitable, and
non-substitutable. In the context of HCM, human capital is one of these strategic resources.
Individual competencies, knowledge, experience, and creativity are difficult for competitors to
replicate. In other words, people are assets that provide differentiation and competitive
advantage for organizations.

Research by Collins (2022) shows that RBV-based HCM management can increase
organizational effectiveness because each individual is viewed as a value creator, not simply a
task executor. In modern organizations, the successful implementation of RBV depends heavily
on the organization's ability to build a knowledge management system, a collaborative culture,
and visionary leadership. Therefore, RBV theory provides a strong conceptual basis that HCM is
not just an administrative function, but a strategy to create and maintain sustainable competitive
advantage.

Strategic Human Resource Management (SHRM)

Strategic Human Resource Management (SHRM) is a human resource management
approach that emphasizes alignment between HR strategy and an organization's business
strategy. According to Akong'o (2010), SHRM focuses on how HR policies and practices can
directly contribute to the achievement of an organization's strategic goals. Within the SHRM
paradigm, HCM plays a crucial role as a bridge between individual potential and organizational
needs. Through a strategic approach, organizations can ensure that every HR policy, from
recruitment and training to compensation and performance appraisal systems, supports the
achievement of their long-term vision and mission.

Harrison & Bazzy (2017) emphasizes that the success of SHRM implementation lies in the
synergy between individual competencies, organizational culture, and the company's strategic
direction. When all these elements are in balance, organizations are able to create sustainable
added value. In the Indonesian context, the SHRM approach is highly relevant because most
organizations still rely on administrative approaches to HR management. By implementing SHRM
principles, organizations can transform into performance-based organizations.

Competency Theory

Competency theory was introduced by Rahmawati et al. (2021) and Vazirani (2010) who
stated that competencies encompass a person's fundamental characteristics including
knowledge, skills, motivation, values, and behavior that directly influence work effectiveness.
Within the HCM framework, competency theory serves as the foundation for designing HR
development systems. Organizations need to understand that success is determined not only by
hard skills such as technical proficiency, but also by soft skills such as leadership, communication,
and collaboration.



According to Park & Park (2021), organizations that focus on improving employee
competency tend to perform better because each individual is able to adapt to the dynamics of
changing work environments. Furthermore, competency also plays a crucial role in creating
organizational innovation, especially when supported by a strong learning culture. Thus,
competency theory reinforces the argument that human capital-based HR management must
prioritize competency development to drive sustainable organizational performance.

Transformational Leadership Theory

Transformational leadership (Avolio & Locke, 2002) explains that leaders are not only
tasked with directing but also inspiring and motivating followers to achieve common goals.
Transformational leaders encourage employees to transcend personal interests for the sake of
organizational success. In the context of HCM, transformational leadership plays a vital role
because it creates a work environment conducive to human growth.

Visionary leaders are able to develop individual potential through empowerment, open
communication, and appreciation for innovation. Research by Islam et al. (2023) shows that a
transformational leadership style has a positive effect on optimizing human capital, particularly
in increasing employee creativity and commitment. Therefore, the success of HCM
implementation is determined not only by HR policies but also by the quality of leadership in
building an inclusive and participatory organizational culture.

Theoretical Synthesis

From the various theories above, it can be concluded that Human Capital Management is a
combination of economic (human capital), strategic (RBV and SHRM), behavioral (competency),
and leadership (transformational) approaches. These four approaches complement each other,
explaining that organizational success is determined by the extent to which people are positioned
as valuable strategic resources, developed sustainably, and managed within a visionary
leadership framework. With this strong theoretical foundation, the implementation of HCM is
expected to produce adaptive, innovative, and highly competitive organizations, both in the
public and private sectors.

METHODS
Research Design and Rationale

This paper will take the systematic literature review (SLR) methodology and be qualitative
descriptive and analytical in nature. The SLR approach was chosen since it provides a systematic,
transparent, and reproducible process of locating, analyzing, and synthesizing the existing
empirical studies in a particular field of study. In the context of the current research, it is
particularly reasonable to pick an SLR due to the fragmentation and sector-specificity of the
previous studies on Human Capital Management (HCM) and organizational performance in
Indonesia. Despite increasing amount of empirical studies that have been able to examine this
issue, they are scattered in various fields, typologies of organisations and various traditions of
methodology, which prevents achieving a coherent and integrative interpretation, absent any
systematic synthesis. Instead of being a narrative or selective review, this paper aims at following
a systematic procedure in identifying literature, screening it, assessing it, and thematically
synthesizing it. It is not just a summary of what is already there; it is an interpretative synthesis
of the same to explain some of the prevalent conceptual patterns, common empirical
relationships, and gaps in the analysis that prevail HCM literature. The practice will allow the
research to add to the existing body of knowledge more than a general representation and further
analytical synthesis of the existing knowledge on the role of HCM in determining the
organizational performance.



Sources of Data and Search Strategy

This study employed a structured literature review approach by systematically identifying
and selecting prior studies on Human Capital Management (HCM) and its relationship with
organizational performance. The data sources consisted of internationally recognized academic
databases, including Google Scholar, which served as the primary search engine to capture both
international and nationally published studies relevant to HCM. This approach enabled the
inclusion of peer-reviewed journal articles, systematic reviews, and conceptual papers that have
contributed significantly to the development of HCM theory and practice. The literature search
focused on studies that examined core dimensions of HCM, such as competency development,
organizational performance, innovation, leadership, employee engagement, and human capital
development. The search process utilized a combination of keywords in English, including
“Human Capital Management,” “human capital,” “organizational performance,” “employee
performance,” “innovation,” “leadership,” and “human capital development.” These keywords were
selected to reflect the dominant conceptual themes identified in the reviewed studies and to
ensure coverage of both empirical and theoretical contributions.

The search strategy was conducted iteratively. Initial search results were screened based
on relevance to the research objectives, followed by refinement of keywords to capture variations
in terminology used across disciplines and publication years. Reference lists of key articles were
also examined to identify additional relevant studies that might not have appeared in the initial
search results. The selection of articles was guided by clear inclusion criteria. Only studies that
explicitly addressed HCM practices, policies, or conceptual frameworks and their implications for
employee performance, organizational outcomes, or innovation were included. As a result, 15 key
studies were selected, comprising empirical research, systematic literature reviews, and
conceptual analyses published between 2013 and 2025. This time range reflects both
foundational contributions to HCM theory and more recent developments that emphasize
innovation, digital skills, and strategic human capital development. The final set of reviewed
articles, as summarized in Table 1, represents a diverse range of organizational contexts,
including education, public sector institutions, small and medium enterprises, and private
organizations. Collectively, these studies provide a comprehensive basis for analyzing the
mechanisms through which HCM influences organizational performance and development.

Inclusion and Exclusion Criteria

To ensure analytical relevance, conceptual alignment, and sufficient scholarly rigor, this
review applied a set of inclusion and exclusion criteria that reflected the actual characteristics of
the selected studies. These criteria served to define the analytical scope of the review and to
maintain consistency between the methodology and the body of literature analyzed. An article
was included in the review if it met the following conditions. First, it had to be published in a peer-
reviewed academic journal or reputable international proceeding series, ensuring an acceptable
level of academic quality and editorial review. Second, the article had to be published within a
broader temporal range, namely between 2013 and 2025, in order to capture both foundational
contributions to Human Capital Management (HCM) theory and more recent developments
related to innovation, digital skills, and strategic human capital development. Third, the article
had to be written in English or Indonesian, reflecting the international nature of HCM scholarship
as well as its relevance to diverse organizational contexts. Fourth, the study had to explicitly
address Human Capital Management, human capital development, or closely related strategic
human resource practices, and examine their implications for employee performance,
organizational performance, innovation, or human capital outcomes.

Both empirical studies and systematic or critical literature reviews were included, provided
that they contributed clear analytical insights into HCM mechanisms. Articles were excluded from
the review if they lacked a clear focus on HCM as a strategic construct, discussed human resource
management only in a general or operational sense, or did not establish an analytical link between



human capital and organizational or performance-related outcomes. In addition, non-peer-
reviewed materials such as unpublished manuscripts, opinion papers, blog articles, and
practitioner reports without an academic review process were excluded. However, conceptual
and review-based studies were not excluded per se, as several of the selected articles provided
theoretical synthesis and research agendas that were central to understanding the evolution and
multidimensional nature of HCM. This inclusion and exclusion process ensured that the final
selection of 15 studies, as summarized in Table 1, formed a coherent and methodologically sound
basis for analyzing the core mechanisms, enabling conditions, and performance implications of
Human Capital Management across different organizational and sectoral contexts.

Screening and Selection Procedure

The screening and selection of articles were carried out through a structured, multi-stage
procedure designed to ensure transparency, consistency, and analytical rigor. The process began
with an initial literature search using predefined keywords related to Human Capital
Management and its associated outcomes across the selected academic databases. This initial
search yielded a broad set of publications, allowing for an inclusive identification of potentially
relevant studies and reducing the likelihood of omitting important contributions to the field. In
the second stage, a title and abstract screening was conducted. At this stage, each identified
publication was evaluated for its relevance to the core focus of the review, namely Human Capital
Management, human capital development, and their relationships with employee performance,
organizational performance, innovation, or workforce outcomes. Articles that were clearly
unrelated to HCM, addressed human resource issues in a purely operational manner, or lacked an
analytical focus on human capital were excluded.

The third stage involved a full-text assessment of the remaining articles. During this phase,
each study was examined in greater detail to verify its alignment with the inclusion criteria,
particularly with regard to its conceptual clarity, methodological approach, and relevance of
findings to HCM mechanisms. Both empirical studies and literature-based reviews were retained,
provided that they offered substantive insights into the strategic role of human capital within
organizations. Through this sequential screening process, redundancies and ineligible
publications were systematically removed, resulting in a final sample of 15 articles. These studies
formed the analytical foundation for the synthesis presented in this review. The staged screening
and selection procedure ensured that the final corpus of literature was not only relevant and
diverse in methodological orientation, but also sufficiently robust to support a comprehensive
analysis of Human Capital Management and its organizational implications.

Data Extraction Procedure

Following the final selection of the literature, a structured and systematic data extraction
procedure was implemented to ensure analytical consistency and comparability across the
reviewed studies. Each selected article was examined in detail, and relevant information was
extracted using a standardized extraction framework. The extracted data included: (1) author(s)
and year of publication; (2) type of study and research orientation (empirical, conceptual, or
literature review); (3) organizational or sectoral context in which the study was situated; (4) the
conceptual definition and scope of Human Capital Management (HCM) adopted by the authors;
(5) the main dimensions or practices of HCM examined, such as competency development,
training and learning, leadership practices, knowledge management, recruitment and selection,
reward systems, or digital skill development; and (6) the key findings related to employee
outcomes, organizational performance, innovation, or broader human capital outcomes.

This data extraction approach served two primary purposes. First, it ensured that core
analytical elements were consistently captured across studies with varying methodologies and
contexts, thereby enhancing internal coherence of the review. Second, by organizing the extracted
information into a comparable analytical structure, it facilitated cross-study synthesis and
thematic analysis, enabling the identification of recurring mechanisms, enabling conditions, and



outcome patterns associated with Human Capital Management. Through this systematic
extraction process, the reviewed studies were transformed from individual and context-specific
contributions into an integrated body of evidence that supported a comprehensive and
analytically grounded discussion of HCM and its organizational implications.

Thematic Synthesis and Analytical Strategy.

The analytical strategy of this review was grounded in a thematic synthesis approach with
an interpretative orientation. Rather than merely aggregating empirical findings, this approach
was employed to identify recurring conceptual patterns, explanatory mechanisms, and analytical
emphases that cut across the diverse body of Human Capital Management (HCM) literature
reviewed. The synthesis process began with an in-depth and repeated reading of each of the
fifteen selected articles. During this stage, key concepts, analytical arguments, and empirical
findings related to HCM practices, human capital development, and organizational outcomes
were systematically identified and coded. These initial codes reflected variations in how HCM was
conceptualized and operationalized across different organizational and sectoral contexts,
including education, public sector organizations, small and medium-sized enterprises, and
technology-oriented environments. Subsequently, a constant comparative method was applied,
whereby codes were continuously compared across studies to identify areas of convergence,
overlap, and conceptual alignment. Through this iterative process, related codes were
progressively clustered into broader thematic categories.

As patterns became more stable and analytically coherent, higher-order themes emerged
that captured the dominant mechanisms through which HCM was found to influence
organizational outcomes. This thematic synthesis resulted in the identification of four major
analytical themes: (1) competency development as a core mechanism of HCM; (2) organizational
innovation as both an outcome and a mediating process; (3) transformational leadership as an
enabling contextual condition; and (4) performance infrastructure, including reward and
appraisal systems, as a motivational mechanism. These themes represent the most consistently
emphasized dimensions within the reviewed literature and form the analytical framework for
interpreting the role of Human Capital Management across varying organizational settings.
Through this interpretative and iterative analytical strategy, the review was able to move beyond
descriptive comparison and provide a structured synthesis of how HCM functions as a strategic
system linking human capability development, organizational processes, and performance
outcomes.

Synthesis and Interpretation Strategy

The synthesis in this review was undertaken at an interpretative and integrative level,
rather than through a purely descriptive or frequency-based approach. The analysis did not aim
to quantify the number of studies supporting particular outcomes, but instead sought to examine
how Human Capital Management (HCM) was conceptualized, how its mechanisms were
theoretically and empirically explained, and how its effects varied across organizational contexts,
sectors, and methodological orientations. Through this interpretative synthesis, the reviewed
studies were examined in relation to their underlying assumptions about human capital, the
strategic role attributed to HCM practices, and the pathways through which HCM was linked to
employee and organizational outcomes. This approach enabled the integration of empirical
findings, conceptual arguments, and review-based insights into a coherent analytical narrative
that explains the role of HCM as a strategic organizational system rather than as a collection of
isolated HR practices.

In addition, this strategy facilitated the identification of areas of convergence, such as the
centrality of competency development and learning, as well as areas of variation and partial
inconsistency, particularly in how leadership, innovation, and reward systems were positioned
within different organizational and institutional settings. The synthesis also highlighted domains
that remain under-theorized or unevenly explored, including contextual contingencies, cross-



level mechanisms, and the interaction between individual and organizational dimensions of HCM.
By adopting this synthesis and interpretation strategy, the review was able to move beyond
surface-level comparison and offer a conceptually grounded understanding of how Human
Capital Management operates, why it produces different outcomes across contexts, and where

future empirical and theoretical work is needed to advance the field.

RESULTS AND DISCUSSION
Table 1. Summary of Previous Studies on Human Capital Management (HCM)

No | Author and Year | Research/Review Title Key Results

1 | Anusuya & Exploring human capital | Identifying key HCM practices that
Soundarapandian | management practices influence employee engagement,
(2024) retention, and performance.

2 | Kucharcikova Human Capital Human capital efficiency is critical for
(2015) Management - Aspect of | training and resource development

Human Capital Efficiency
in Education

purposes.

3 Aman-Ullah et al.
(2022)

Human capital &
organizational
performance

HC capacity and knowledge positively
influence organizational performance,
with innovation as a moderator.

4 Murdiono & Susita
(2024)

Human Capital
Management Concepts:
Aspect People
Development and
Organization
Development (Study
Literature Review).

These two aspects (people
development and organizational
development) are key components
that are interrelated in shaping HCM
theory and practice.

5 Cotton et al.
(2016)

Human Capital
Management Research

A compilation of key HCM research;
highlighting HCM trends and practices
across various contexts

6 Maharani et al.
(2020)

HCM Policy Effect on
Employee Performance

HCM policies improve performance
through integrated HR practices

7 | Hassan (2016)

The role of human capital
management in
enhancing engagement
and retention among top
talent in organization: A
critical literature review

HCM significantly improves talent
engagement and retention

8 Zulbilal et al.
(2025)

Digital Skills
Development and
Workforce Innovation: A
Systematic Review of
Human Capital
Management in Education

HCM supports digital skills
development and innovation

9 | Kommera (2017)

Choosing the Right HCM
Tool: A Guide for HR
Professionals

This article provides a comprehensive
guide for HR professionals on selecting
the right Human Capital Management
(HCM) tool based on their
organization's needs. The primary
focus is on the evaluation and
selection process for the most
appropriate HCM tool.




10

Jardon et al.
(2013)

Human capital as source
for sustained competitive
advantages in SMEs: A
core competencies
approach

Human capital is a source of
competitive advantage in SMEs by
forming core competencies, but its
effect on organizational performance
requires linkage with other elements
of intellectual capital to produce
significant performance
improvements.

11

Zeb etal. (2018)

Impact of human capital
management practices on
employees’ job
performance

HCM practices including training &
development, recruitment & selection,
and performance appraisal have been
shown to have a positive and
significant impact on employee job
performance in Pakistan's
telecommunications sector..

12

Jakobsen et al.
(2023)

Facing the human capital
crisis: A systematic
review and research
agenda on recruitment
and selection in the
public sector

Recruitment and selection in the
public sector has focused heavily on
the individual-level attraction stage
while other aspects of the recruitment
process have been under-researched;
the results establish a research agenda
that broadens the focus to various
stages of the process, theories, and
variables important to address the
human capital crisis more
comprehensively.

13 | Saragih & Rizky Dampak Human Capital HCM strategies impact productivity
(2024) Management Dalam and retention.
Berorganisasi
14 | Destaetal. (2023) | Aspects of Human Capital | HCM aspects such as knowledge
Management and accessibility, learning capacity,
Employee Job workforce optimization, leadership

Performance: The
Moderation Role of
Perceived Organizational
Support

practice, and career advancement
have a positive relationship with
employee work performance;
Perceived Organizational Support
strengthens the relationship between
most HCM aspects and performance,
except workforce optimization.

15

Son (2025)

Human capital
development

Assesses the global human capital gap,
showing that developing countries lag
behind industrialized countries;
proposes a new decomposition
method involving employment growth
to explain the contribution of human
capital to output per worker, and
emphasizes the micro-relationships
between human capital and the labor
market.

Following the comprehensive review of fifteen empirical and review-based studies
published between 2013 and 2025 in reputable international and national journals, a coherent
analytical pattern emerges regarding the strategic role of Human Capital Management (HCM) in



enhancing individual, organizational, and institutional performance. Although the reviewed
studies span diverse contexts including education, small and medium-sized enterprises, public
sector organizations, telecommunications, banking, technology-driven institutions, and
developing economies the findings consistently converge on the view that HCM functions as a
critical enabler of sustainable organizational outcomes rather than merely an administrative
human resource system. The synthesis of the reviewed literature reveals several dominant and
recurring analytical dimensions underpinning effective HCM implementation. First, competency
and capability development appears as a foundational mechanism across most studies,
emphasizing training, learning capacity, knowledge accessibility, and career advancement as
primary drivers of employee performance and productivity. Second, organizational alignment
and innovation emerge as essential complementary factors, wherein human capital contributes
to competitive advantage and organizational performance only when integrated with broader
organizational capabilities, core competencies, and innovation processes.

Third, leadership practices and perceived organizational support are repeatedly identified
as reinforcing mechanisms that strengthen the effectiveness of HCM initiatives by enhancing
motivation, engagement, and performance outcomes. Finally, strategic systems and technological
enablement, including digital HCM tools, performance-based reward systems, and structured
recruitment and selection processes, are highlighted as instrumental in translating human capital
investments into measurable organizational results. Collectively, these studies conceptualize
HCM not as a standalone set of HR practices, but as an integrated strategic architecture that links
individual skill development, leadership behavior, organizational learning, technological systems,
and labor market dynamics. This integrative perspective underscores that the impact of HCM on
performance is contingent upon its alignment with organizational strategy, contextual factors,
and supportive institutional mechanisms. As such, the reviewed literature provides a strong
theoretical and empirical foundation for positioning HCM as a multidimensional strategic
framework capable of addressing contemporary challenges related to productivity,
competitiveness, talent retention, and human capital development in both public and private
sector organizations.

HCM has its Core Mechanism of Competency Development

The reviewed literature consistently identifies competency development as the core
mechanism through which Human Capital Management (HCM) contributes to employee and
organizational performance. Across empirical studies and literature reviews, employee
competence reflected in knowledge accessibility, learning capacity, skills enhancement, and
career development emerges as the primary channel linking HCM practices to performance
outcomes. Studies conducted in diverse contexts, including education, telecommunications,
banking, small and medium-sized enterprises, and public sector organizations, demonstrate that
structured training, continuous learning, and systematic human capital development are closely
associated with improvements in job performance, productivity, and organizational
effectiveness.

Several studies further indicate that competency development within HCM extends beyond
technical skill enhancement and functions as a strategic organizational investment. Research by
Aman-Ullah et al. (2022) and Jardon et al. (2013) suggests that the value of human capital lies in
its ability to form organizational capabilities and core competencies that support innovation and
sustained competitive advantage. Similarly, Murdiono and Susita (2024) emphasize that people
development must be integrated with organizational development, implying that competency
building influences not only individual performance but also institutional adaptability and long-
term organizational growth.

Importantly, the reviewed studies suggest that the performance impact of competency
developmentis contingent upon the consistency and institutionalization of development systems.
Findings from Zeb et al. (2018), Maharani et al. (2020), and Desta et al. (2023) indicate that



training and learning initiatives yield stronger performance outcomes when they are aligned with
organizational objectives, supported by leadership practices, and embedded within a continuous
development framework rather than implemented as isolated interventions. Moreover, the
moderating role of perceived organizational support, as identified by Desta et al. (2023),
reinforces the notion that competency development is most effective when organizations actively
support learning and career progression.

Taken together, the reviewed literature supports the conclusion that HCM operates most
effectively when competency development is treated as a sustained, strategic, and integrated
process. Rather than serving as an administrative function, HCM becomes a mechanism that
continuously enhances employee capabilities, aligns human capital with organizational needs,
and enables organizations to respond effectively to performance demands and environmental
change.

Organizational Innovation as an Outcome and Mediating Mechanism

The reviewed studies consistently indicate that organizational innovation constitutes both
a key outcome of Human Capital Management (HCM) and an important mediating mechanism
linking human capital to organizational performance. Several studies explicitly highlight
innovation capability, knowledge utilization, and learning-oriented organizational practices as
results of effective HCM implementation. In this regard, HCM contributes to performance not only
through direct improvements in employee competence, but also by strengthening the
organization’s capacity to generate new ideas, improve work processes, and adapt to changing
environmental demands.

Empirical and review-based evidence suggests that innovation emerges when human
capital is managed within an enabling organizational framework. Aman-Ullah et al. (2022)
demonstrate that innovation plays a moderating role in the relationship between human capital
and organizational performance, while Zulbilal et al. (2025) emphasize that HCM supports
innovation by facilitating digital skill development and workforce transformation. These findings
align with the view that innovation is not solely the result of individual creativity, but rather a
collective organizational capability that develops through structured learning, knowledge
sharing, and coordinated human capital practices.

The reviewed literature further identifies knowledge management practices, collaborative
work structures, and supportive organizational climates as key conditions under which HCM-
driven innovation translates into performance gains. Studies focusing on SMEs and knowledge-
intensive organizations, such as Jardon et al. (2013), indicate that human capital contributes to
sustained competitive advantage only when it is integrated with organizational systems that
enable the conversion of individual expertise into core competencies and innovative outputs.
Similarly, Murdiono and Susita (2024) emphasize that organizational development and people
development are interdependent, reinforcing the role of innovation as an organizational-level
outcome of HCM.

Notably, the mediating role of innovation appears particularly salient in contexts
characterized by rapid change and high knowledge intensity. Evidence from studies on SMEs,
technology-oriented organizations, and educational institutions suggests that organizational
performance is strongly associated with the ability to continuously innovate products, services,
and operational processes. In such contexts, HCM functions less as a control-oriented mechanism
and more as an enabling infrastructure that supports experimentation, learning, and strategic
flexibility. Overall, the reviewed studies collectively affirm that organizational innovation serves
as a critical pathway through which HCM enhances organizational performance across diverse
sectors.

Transformational Leadership as an Enabling Situation



The reviewed literature consistently positions transformational leadership as a critical
enabling condition that shapes the effectiveness of Human Capital Management (HCM) initiatives.
Although leadership is not always examined as a primary variable, several studies implicitly or
explicitly demonstrate that the success of HCM practices depends on how they are interpreted,
implemented, and reinforced by organizational leaders. In this sense, leadership functions as a
contextual mechanism that translates formal HCM policies into meaningful organizational
practices. Evidence from studies focusing on employee performance, engagement, and career
development indicates that leadership practices significantly influence employees’ willingness to
participate in learning, training, and development programs. Desta et al. (2023) show that
leadership practices, alongside perceived organizational support, strengthen the relationship
between HCM dimensions and employee job performance. Similarly, Hassan (2016) and Saragih
and Rizky (2024) suggest that leadership-driven engagement and retention strategies enhance
the effectiveness of HCM in sustaining workforce commitment and productivity. These findings
collectively imply that transformational leadership encourages higher levels of motivation, trust,
and openness to developmental initiatives.

The reviewed studies further suggest that leadership plays a decisive role in ensuring
alignment between HCM systems and organizational objectives. Maharani et al. (2020) indicate
that integrated HCM policies yield stronger performance outcomes when supported by
leadership commitment and consistent implementation. Likewise, Murdiono and Susita (2024)
emphasize that people development and organizational development must be aligned, a process
that inherently requires leadership involvement to coordinate vision, learning priorities, and
structural change. In organizational contexts characterized by formal structures or rigid
procedures such as public sector institutions the effectiveness of HCM appears to be particularly
dependent on leadership quality. Jakobsen et al. (2023) highlight limitations in public sector
recruitment and selection practices, suggesting that without proactive leadership, HCM systems
may remain procedural rather than strategic. Taken together, the reviewed literature indicates
that transformational leadership serves as a vital link between the strategic intent of HCM and its
actual performance outcomes by fostering engagement, supporting learning, and ensuring
consistent application of human capital practices across the organization.

Performance Infrastructure as a Motivational System

The reviewed literature highlights performance infrastructure, particularly reward and
appraisal systems, as a crucial motivational mechanism that reinforces the effectiveness of
Human Capital Management (HCM). Several studies indicate that performance-based
compensation, transparent evaluation processes, and recognition mechanisms play an important
role in shaping employee motivation, job satisfaction, and retention. Within the reviewed studies,
these systems function as key instruments through which HCM practices are translated into
observable behavioral and performance outcomes. Empirical evidence suggests that reward and
appraisal systems strengthen the link between HCM and performance by signaling organizational
priorities and reinforcing desired behaviors. Studies examining employee performance and
engagement, such as Zeb et al. (2018) and Maharani et al. (2020), demonstrate that structured
performance appraisal systems are positively associated with higher job performance when
aligned with training, recruitment, and development practices. Similarly, Hassan (2016) and
Saragih and Rizky (2024) emphasize that fair and consistent reward mechanisms contribute to
higher levels of employee engagement and retention, thereby amplifying the long-term impact of
HCM strategies.

The reviewed literature also indicates that performance infrastructure extends beyond
financial incentives and serves as a symbolic mechanism that reflects organizational values and
expectations. Desta et al. (2023) show that when performance management systems are
supported by perceived organizational support and leadership practices, employees are more
likely to respond positively to HCM initiatives. This suggests that appraisal and reward systems
operate most effectively when they are perceived as equitable, transparent, and closely linked to



competency development and career advancement. Conversely, several studies imply that
misaligned or poorly implemented performance infrastructure can weaken the impact of HCM.
When reward and evaluation systems are disconnected from actual performance, learning
outcomes, or organizational goals, they may undermine motivation and reduce the credibility of
HCM initiatives. Overall, the reviewed studies collectively affirm that performance infrastructure
functions as a motivational system that reinforces the strategic logic of HCM, ensuring that
investments in human capital are consistently aligned with organizational performance
objectives.

The findings summarized in Table 1 demonstrate a strong and consistent body of evidence
supporting the strategic role of Human Capital Management (HCM) in enhancing employee-level
and organizational-level performance across multiple sectors and contexts. Although the
reviewed studies differ in terms of methodological approaches ranging from empirical
quantitative studies to systematic and critical literature reviews they converge on the conclusion
that effective HCM practices function as a key driver of engagement, productivity, innovation, and
sustained organizational outcomes. Across the reviewed literature, employee capability
development emerges as a dominant mechanism through which HCM influences performance.
Studies by Anusuya & Soundarapandian (2024), Kucharcikova (2015), Zeb et al. (2018), and
Desta etal. (2023) consistently show that training, learning capacity, knowledge accessibility, and
career advancement are directly associated with improved employee performance and efficiency.

These findings reinforce the view that human capital is not a static resource, but a dynamic
asset that requires continuous investment to remain productive and valuable to organizations. In
addition to individual capability development, several studies emphasize the importance of
organizational alignment and integration in maximizing the impact of HCM. Aman-Ullah et al.
(2022) and Jardon et al. (2013) highlight that human capital contributes to organizational
performance and competitive advantage only when it is integrated with organizational
knowledge systems, core competencies, and innovation processes. Similarly, Murdiono & Susita
(2024) conceptualize HCM as an interrelated framework that connects people development with
organizational development, suggesting that isolated HR practices are insufficient to generate
meaningful performance improvements.

The reviewed studies also underscore the role of leadership, organizational support, and
engagement mechanisms in strengthening the effectiveness of HCM initiatives. Hassan (2016)
and Saragih & Rizky (2024) demonstrate that HCM strategies significantly enhance employee
engagement, retention, and productivity. Furthermore, Desta et al. (2023) provide empirical
evidence that perceived organizational support amplifies the positive effects of several HCM
dimensions on job performance, indicating that supportive leadership and organizational climate
serve as critical contextual enablers of HCM effectiveness. Another important theme evident in
the literature is the growing relevance of systems, technology, and structural processes within
HCM implementation. Kommera (2017) highlights the strategic importance of selecting
appropriate HCM tools to align human capital practices with organizational needs, while Zulbilal
et al. (2025) emphasize the role of HCM in fostering digital skills development and workforce
innovation, particularly in educational contexts. These findings suggest that technological and
structural alignment is increasingly essential in translating human capital investments into
measurable performance outcomes.

Finally, the broader macro-level perspective offered by Son (2025) and Jakobsen et al.
(2023) extends the discussion of HCM beyond organizational boundaries. Son (2025) emphasizes
the persistent human capital gap between developing and industrialized countries and the
importance of linking human capital development to labor market dynamics. Meanwhile,
Jakobsen et al. (2023) reveal structural limitations in public sector recruitment and selection
research, calling for a more comprehensive approach to addressing the human capital crisis.
Together, these studies highlight that effective HCM must account for both organizational
practices and broader institutional and labor market contexts. Overall, the discussion of the



reviewed studies confirms that HCM is most effective when implemented as an integrated,
strategic system that combines capability development, organizational alignment, leadership
support, and appropriate technological infrastructure. The convergence of findings across
diverse sectors and research designs strengthens the argument that HCM plays a central role in
improving performance, competitiveness, and sustainability in contemporary organizations.

CONCLUSION

This study concludes that Human Capital Management plays a vital role in improving
organizational performance in Indonesia. Effective HCM implementation contributes to the
development of competencies, innovation, motivation, and an adaptive work culture. To address
global challenges, organizations need to: (1) Integrate HR strategies with business objectives; (2)
Develop performance-based reward systems; (3) Strengthen transformational leadership; (4)
Promote the digitalization of HR processes; and (5) Cultivate a culture of continuous learning.

REFERENCES

Adamik, A., & Sikora-Fernandez, D. (2021). Smart organizations as a source of competitiveness
and sustainable development in the age of industry 4.0: Integration of micro and macro
perspective. Energies, 14(6), 1572. https://doi.org/10.3390/en14061572

Afiouni, F. (2013). Human capital management: a new name for HRM?. International Journal of
Learning and Intellectual Capital, 10(1), 18-34.
https://doi.org/10.1504/1JLIC.2013.052081

Agarwala, T. (2003). Innovative human resource practices and organizational commitment: An
empirical investigation. International journal of human resource management, 14(2),
175-197. https://doi.org/10.1080/0958519021000029072

Akong'o Dimba, B. (2010). Strategic human resource management practices: effect on
performance. African journal of economic and management Studies, 1(2), 128-137.
https://doi.org/10.1108/20400701011073455

Almase, G. G. C. (2023). Managing change in human capital management systems implementations
in multinational companies: Modified e-Delphi study (Doctoral dissertation, University of
Phoenix).

Aman-Ullah, A.,, Mehmood, W., Amin, S., & Abbas, Y. A. (2022). Human capital and organizational
performance: A moderation study through innovative leadership. Journal of innovation
& knowledge, 7(4), 100261. https://doi.org/10.1016/}.jik.2022.100261

Anusuya, M., & Soundarapandian, M. (2024). Exploring human capital management practices: A
comprehensive review. World Journal of Advanced Research and Reviews, 21(03), 2343-
2348.

Aulakh, P. S, & Kotabe, M. (2011). Institutional changes and organizational transformation in
developing economies. In The Future of Global Business (pp. 322-339). New York:
Routledge. https://doi.org/10.4324 /9780203878132

Avolio, B. ]., & Locke, E. E. (2002). Contrasting different philosophies of leader motivation:
Altruism versus egoism. The Leadership Quarterly, 13(2), 169-191.
https://doi.org/10.1016/5S1048-9843(02)00094-2

Beer, M., Voelpel, S. C,, Leibold, M., & Tekie, E. B. (2005). Strategic management as organizational
learning: Developing fit and alignment through a disciplined process. Long Range
Planning, 38(5), 445-465. https: //doi.org/10.1016/].Irp.2005.04.008

Boxall, P., & Purcell, J. (2000). Strategic human resource management: where have we come from
and where should we be going?. International journal of management reviews, 2(2), 183-
203. https://doi.org/10.1111/1468-2370.00037

E-ISSN: 2776-1290, P-ISSN: 2776-1282
Copyright © 2026, Journal of Management and Administration Provision, Under the license CC
BY-SA 4.0

| 29


https://doi.org/10.3390/en14061572
https://doi.org/10.1504/IJLIC.2013.052081
https://doi.org/10.1080/0958519021000029072
https://doi.org/10.1108/20400701011073455
https://doi.org/10.1016/j.jik.2022.100261
https://doi.org/10.4324/9780203878132
https://doi.org/10.1016/S1048-9843(02)00094-2
https://doi.org/10.1016/j.lrp.2005.04.008
https://doi.org/10.1111/1468-2370.00037

Buchanan, D. A, & Bryman, A. (2007). Contextualizing methods choice in organizational
research. Organizational research methods, 10(3), 483-501.
https://doi.org/10.1177/1094428106295046

Collins, C. J. (2022). Expanding the resource based view model of strategic human resource
management. In Strategic human resource management and organizational
effectiveness (pp. 107-134). London: Routledge.
https://doi.org/10.4324 /9781003344544

Cotton, T., Warren, A., & Blackman, D. (2016). Not so “Secondary” Data: The Use of Staff Surveys
in Human Capital Management Research. https://doi.org/10.1108/978-1-68123-466-
320251003

Delery, J. E., & Roumpi, D. (2017). Strategic human resource management, human capital and
competitive advantage: is the field going in circles?. Human Resource Management
Journal, 27(1), 1-21. https://doi.org/10.1111/1748-8583.12137

Dervitsiotis, K. N. (2014). Cultivating total innovation for operational and adaptation
excellence. Sinergie  Italian ~ Journal of  Management, 32(Jan-Apr), 19-31.
https://doi.org/10.7433/s93.2014.03

Desta, A. G., Tadesse, W. M., & Mulusew, W. B. (2022). Aspects of Human Capital Management and
Employee Job Performance: The Moderation Role of Perceived Organizational
Support. Jurnal Manajemen Teori dan Terapan, 15(2).
https://doi.org/10.20473/jmtt.v15i2.37616

DeVaujany, F. X,, Carton, S., Mitev, N., & Romeyer, C. (2014). Applying and theorizing institutional
frameworks in IS research: A systematic analysis from 1999 to 2009. information
technology & people, 27(3), 280-317. https://doi.org/10.1108/ITP-10-2013-0185

Efferin, S, & Hopper, T. (2007). Management control, culture and ethnicity in a Chinese
Indonesian company. Accounting, organizations and society, 32(3), 223-262.
https://doi.org/10.1016/j.a0s.2006.03.009

Elias, J., & Scarbrough, H. (2004). Evaluating human capital: an exploratory study of management
practice. Human resource management journal, 14(4), 21-40.
https://doi.org/10.1111/j.1748-8583.2004.tb00131.x

Fleischhauer, K. J. (2007). A review of human capital theory: Microeconomics. University of St.
Gallen, Department of Economics Discussion Paper, (2007-01).
https://dx.doi.org/10.2139/ssrn.957993

Gachunga, H. G. (2008). Impact of globalization on the human resource management function in
developing countries: a case study of Kenya public corporations. KCA journal of business
management, 1(1). https://doi.org/10.4314/kjbm.v1i1.43822

Ginting, K. E. N. (2019). Pengaruh Pelatihan Dan Kompetensi Terhadap Kinerja Karyawan. Jurnal
Ekonomi Bisnis Manajemen Prima, 1(1), 39-47.

Greer, C. R, Lusch, R. F.,, & Hitt, M. A. (2017). A service perspective for human capital resources: A
critical base for strategy implementation. Academy of management perspectives, 31(2),
137-158. https://doi.org/10.5465/amp.2016.0004

Harrison, T., & Bazzy, ]. D. (2017). Aligning organizational culture and strategic human resource
management. Journal of  Management Development, 36(10), 1260-1269.
https://doi.org/10.1108/JMD-12-2016-0335

Hassan, R. (2016). The role of human capital management in enhancing engagement and
retention among top talent in organization: A critical literature review. Journal of

E-ISSN: 2776-1290, P-ISSN: 2776-1282
Copyright © 2026, Journal of Management and Administration Provision, Under the license CC
BY-SA 4.0

|30


https://doi.org/10.1177/1094428106295046
https://doi.org/10.4324/9781003344544
https://doi.org/10.1108/978-1-68123-466-320251003
https://doi.org/10.1108/978-1-68123-466-320251003
https://doi.org/10.1111/1748-8583.12137
https://doi.org/10.7433/s93.2014.03
https://doi.org/10.20473/jmtt.v15i2.37616
https://doi.org/10.1108/ITP-10-2013-0185
https://doi.org/10.1016/j.aos.2006.03.009
https://doi.org/10.1111/j.1748-8583.2004.tb00131.x
https://dx.doi.org/10.2139/ssrn.957993
https://doi.org/10.4314/kjbm.v1i1.43822
https://doi.org/10.5465/amp.2016.0004
https://doi.org/10.1108/JMD-12-2016-0335

Emerging Economies and Islamic Research, 4(4), 54-67.
https://doi.org/10.24191/jeeir.v4i4.6331

Hayton, J. C. (2003). Strategic human capital management in SMEs: An empirical study of
entrepreneurial performance. Human Resource Management: Published in Cooperation
with the School of Business Administration, The University of Michigan and in alliance with
the Society of Human Resources Management, 42(4), 375-391.
https://doi.org/10.1002/hrm.10096

Hermans, M., & Ulrich, M. D. (2021). How symbolic human resource function actions affect the
implementation of high-performance work practices: The mediating effect of influence
on strategic decision-making. Human Resource Management Journal, 31(4), 1063-1081.
https://doi.org/10.1111/1748-8583.12361

Islam, K. A, Bari, M. F., Al-Kharusi, S., Bhuiyan, A. B.,, & Faisal-E-Alam, M. (2023). Impact of
transformational leadership, human capital, and job satisfaction on organizational
performance in the manufacturing industry. Problems and Perspectives in
Management, 21(3), 382. https://doi.org/10.21511/ppm.21(3).2023.31

Jackson, S. E., Schuler, R. S., & Jiang, K. (2014). An aspirational framework for strategic human
resource management. Academy of  Management Annals, 8(1), 1-56.
https://doi.org/10.5465/19416520.2014.872335

Jakobsen, M., Lgkke, A. K., & Keppeler, F. (2023). Facing the human capital crisis: A systematic
review and research agenda on recruitment and selection in the public sector. Public
Administration Review, 83(6), 1635-1648. https://doi.org/10.1111/puar.13733

Jardon, C. M., & Gonzalez-Loureiro, M. (2013). Human capital as source for sustained competitive
advantages in SMEs: A core competencies approach. Economia. Seria
Management, 16(2), 255-276.

Kiran, V. S, Shanmugam, V., Raju, R. K., & Kanagasabapathy, J. R. (2022). Impact of human capital
management on organizational performance with the mediation effect of human
resource analytics. International Journal of Professional Business Review: Int. . Prof. Bus.
Rev., 7(3), 9.

Kommera, H. K. R. (2017). Choosing the Right HCM Tool: A Guide for HR
Professionals. International Journal of Early Childhood Special Education, 9, 191-198.

Kucharcikova, A., Tokarcikova, E., & Blaskova, M. (2015). Human capital management-aspect of
the human capital efficiency in university education. Procedia-social and behavioral
sciences, 177, 48-60. https://doi.org/10.1016/j.sbspro.2015.02.332

Lengnick-Hall, C. A., Beck, T. E.,, & Lengnick-Hall, M. L. (2011). Developing a capacity for
organizational resilience through strategic human resource management. Human
resource management review, 21(3), 243-255.
https://doi.org/10.1016/j.hrmr.2010.07.001

Lengnick-Hall, M. L., Lengnick-Hall, C. A,, Andrade, L. S., & Drake, B. (2009). Strategic human
resource management: The evolution of the field. Human resource management
review, 19(2), 64-85. https://doi.org/10.1016/j.hrmr.2009.01.002

Lofsten, H. (2016). Organisational capabilities and the long-term survival of new technology-
based firms. European Business Review, 28(3), 312-332. https://doi.org/10.1108/EBR-
04-2015-0041

Maharani, A, Juliansyah, D., & Sanjaya, R. P. (2020). Human Capital Management Policy Effect on
Employee Performance. Jurnal Nusantara Aplikasi Manajemen Bisnis, 5(2), 233-243.
https://doi.org/10.29407 /nusamba.v5i2.14487

E-ISSN: 2776-1290, P-ISSN: 2776-1282
Copyright © 2026, Journal of Management and Administration Provision, Under the license CC
BY-SA 4.0

|31


https://doi.org/10.24191/jeeir.v4i4.6331
https://doi.org/10.1002/hrm.10096
https://doi.org/10.1111/1748-8583.12361
https://doi.org/10.21511/ppm.21(3).2023.31
https://doi.org/10.5465/19416520.2014.872335
https://doi.org/10.1111/puar.13733
https://doi.org/10.1016/j.sbspro.2015.02.332
https://doi.org/10.1016/j.hrmr.2010.07.001
https://doi.org/10.1016/j.hrmr.2009.01.002
https://doi.org/10.1108/EBR-04-2015-0041
https://doi.org/10.1108/EBR-04-2015-0041
https://doi.org/10.29407/nusamba.v5i2.14487

Mamanazarov, S., Khajiyeva, M., Abdullaeva, D., Yuldasheva, G., Azkhodjaeva, R., Pirnazarov, A., &
Xamedova, N. (2025). Innovating human capital development: The role of education,
law, and economics through digital transformation. Qubahan Academic Journal, 5(3), 78-
113. https://doi.org/10.48161/qgaj.v5n3a1698

Murdiono, ]J.,, & Susita, D. (2024). Human Capital Management Concepts: Aspect People
Development and Organization Development (Study Literature Review). Greenation
International Journal of Tourism and Management, 2(4), 287-297.

Nurimansjah, R. A. (2023). Dynamics of Human Resource Management: Integrating Technology,
Sustainability, and Adaptability in the Modern Organizational Landscape. Golden Ratio
of Mapping Idea and Literature Format, 3(2), 120-139.
https://doi.org/10.52970/grmilf.v3i2.324

Okpara, J. 0., & Wynn, P. (2007). Human resource management practices in a transition economy:
Challenges and prospects. Management  Research News, 31(1), 57-76.
https://doi.org/10.1108/01409170810845958

Park, S, & Park, S. (2021). How can employees adapt to change? Clarifying the adaptive
performance concepts. Human Resource Development Quarterly,32(1), E1-E15.
https://doi.org/10.1002/hrdg.21411

Rahmawati, R, SULARSO, R. A, SUSANTO, A. B.,, & Handriyono, H. (2021). Determinants of
competency, work behavior and work effectiveness of government apparatus: A case
study in Indonesia. The Journal of Asian Finance, Economics and Business, 8(5), 211-219.
https://doi.org/10.13106/jafeb.2021.vol8.n05.0211

Rudihartati, L., & Dwiono, S. (2025). The role of human capital in enhancing organizational
competitiveness: A literature review. Journal of Management Science (JMAS), 8(1), 288-
297.

Rustam, A., Astuti, . Y., & Safitri, U. R. (2024). Strategies for improving employee competencies in
the digitalization era through training and human resource development. The Journal of
Academic Science, 1(7), 849-857. https://doi.org/10.59613 /bewkpf69

Saragih, K., & Rizky, M. C. (2024). Dampak Human Capital Management Dalam Berorganisasi. Yos
Soedarso Economic Journal (YE]), 6(3), 38-44.

Schuler, R. S. (1992). Strategic human resources management: Linking the people with the
strategic needs of the business. Organizational dynamics,21(1), 18-32.
https://doi.org/10.1016/0090-2616(92)90083-Y

Selvarajah, C., & Meyer, D. (2018). Human capacity development in Indonesia: leadership and
managerial ideology in Javanese organizations. In Social Aspects of Asian Economic
Growth (pp. 102-127). London: Routledge. https://doi.org/10.4324/9780203711705

Sheehan, M. (2014). Investment in training and development in times of uncertainty. Advances in
Developing Human Resources, 16(1), 13-33.
https://doi.org/10.1177/1523422313508924

Soehardjojo, ]., & Delbridge, R. (2023). Dominance and societal effects in HR practice transfer: the
role of meso-level actors in diffusing and adapting the Japanese model in Indonesia. The
InTernaTlonal Journal of human resource managemenT, 34(17), 3368-3400.
https://doi.org/10.1080/09585192.2022.2122729

Sohel-Uz-Zaman, A. S. M,, Kabir, A. I, Osman, A. Z. M. R, & Jalil, M. B. (2022). Strategic human
resource management, human capital management and talent management: Same goals
many routes. Academy of Strategic Management Journal, 21(1), 1-15.

Son, H. H. (2010). Human capital development. Asian development review, 27(02), 29-56.

E-ISSN: 2776-1290, P-ISSN: 2776-1282
Copyright © 2026, Journal of Management and Administration Provision, Under the license CC
BY-SA 4.0

| 32


https://doi.org/10.48161/qaj.v5n3a1698
https://doi.org/10.52970/grmilf.v3i2.324
https://doi.org/10.1108/01409170810845958
https://doi.org/10.1002/hrdq.21411
https://doi.org/10.13106/jafeb.2021.vol8.no5.0211
https://doi.org/10.59613/bewkpf69
https://doi.org/10.1016/0090-2616(92)90083-Y
https://doi.org/10.4324/9780203711705
https://doi.org/10.1177/1523422313508924
https://doi.org/10.1080/09585192.2022.2122729

Sung, S. Y., & Choj, J. N. (2014). Do organizations spend wisely on employees? Effects of training
and development investments on learning and innovation in organizations. Journal of
organizational behavior, 35(3), 393-412. https://doi.org/10.1002/job.1897

Teece, D. ]. (2007). Explicating dynamic capabilities: the nature and microfoundations of
(sustainable) enterprise performance. Strategic management journal, 28(13), 1319-
1350. https://doi.org/10.1002/smj.640

Trushkina, N. (2019). Development of the information economy under the conditions of global
economic transformations: features, factors and prospects. Virtual Economics, 2(4), 7-
25.

Turner, M., Imbaruddin, A., & Sutiyono, W. (2009). Human resource management: the forgotten
dimension of decentralisation in Indonesia.Bulletin of Indonesian Economic
Studies, 45(2), 231-249. https://doi.org/10.1080/00074910903040336

Vazirani, N. (2010). Competencies and Competency Model-A Brief Overview of its Development
and Application. SIES Journal of management, 7(1).

Vlasov, M., Polbitsyn, S. N., Olumekor, M., & Oke, A. (2022). The influence of socio-cultural factors
on knowledge-based innovation and the digital economy. Journal of Open Innovation:
Technology, Market, and Complexity, 8(4), 194. https://doi.org/10.3390/joitmc8040194

Vo, A, & Bartram, T. (2012). The adoption, character and impact of strategic human resource
management: a case study of two large metropolitan Vietnamese public hospitals. The
International Journal of Human Resource Management,23(18), 3758-3775.
https://doi.org/10.1080/09585192.2012.665069

Weiskopf, R, & Munro, I. (2012). Management of human capital: Discipline, security and
controlled circulation in HRM. Organization, 19(6), 685-702.
https://doi.org/10.1177/1350508411416536

Wicaksana, I. G. W. (2022). How does Indonesia exercise agency in the contested and complex
regional environment?. The Pacific Review, 35(2), 297-318.
https://doi.org/10.1080/09512748.2021.1998202

Zaugg, R, & Thom, N. (2002). Excellence through implicit competencies: Human resource
management-organisational development-knowledge creation. Journal of Change
Management, 3(3), 199-211. https://doi.org/10.1080/714042541

Zeb, A., Abdullah, N. H., & Javaid, M. (2018, July). Impact of human capital management practices
on employees’ job performance. In Journal of Physics: Conference Series (Vol. 1049, No.
1, p. 012020). IOP Publishing.

Zulbilal, A., Torrido, A, & Mardiyah, M. (2024). Digital Skills Development and Workforce
Innovation: A Systematic Review of Human Capital Management in Education. Al-Idarah:
Jurnal Kependidikan Islam, 14(2), 176-194.
https://doi.org/10.24042/alidarah.v14i2.25320

E-ISSN: 2776-1290, P-ISSN: 2776-1282
Copyright © 2026, Journal of Management and Administration Provision, Under the license CC
BY-SA 4.0

|33


https://doi.org/10.1002/job.1897
https://doi.org/10.1002/smj.640
https://doi.org/10.1080/00074910903040336
https://doi.org/10.3390/joitmc8040194
https://doi.org/10.1080/09585192.2012.665069
https://doi.org/10.1177/1350508411416536
https://doi.org/10.1080/09512748.2021.1998202
https://doi.org/10.1080/714042541
https://doi.org/10.24042/alidarah.v14i2.25320

