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Abstract: Human Resource Management (HRM) is a critical determinant of organizational 
productivity and competitiveness in the era of globalization and digital transformation. This study 
employs a Systematic Literature Review (SLR) approach to synthesize empirical findings on HRM 
strategies published between 2019 and 2024. The review identifies six key domains of effective HRM: 
competency-based recruitment, continuous training and upskilling, transparent performance 
evaluation, reward and incentive systems, workforce diversification and inclusion, and technology-
enabled HRM. Evidence demonstrates that competency-driven recruitment reduces turnover and 
enhances job fit, while continuous training fosters innovation and adaptability. Transparent evaluation 
systems increase motivation and fairness, and balanced reward packages combining financial and non-
financial recognition improve retention and engagement. Workforce diversification enhances problem-
solving and innovation when paired with inclusive leadership practices. Technology integration, 
particularly HRIS and people analytics, streamlines processes and strengthens decision-making. 
Importantly, bundled strategies yield stronger productivity outcomes than isolated interventions, with 
improvements occurring through capability, motivation, and coordination pathways. The findings 
underscore the need for organizations to align HRM practices with strategic goals and global trends. 
This study contributes to HRM literature by providing evidence-based insights and offers practical 
guidance for managers seeking to enhance productivity in competitive environments. 
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1. Introduction 

Human Resource Management (HRM) plays a pivotal role in enhancing organizational 

productivity and competitiveness. In the era of globalization and digital transformation, 

organizations face challenges such as talent scarcity, workforce diversity, and rapid 

technological change. Effective HRM strategies   including competency-based recruitment, 

continuous training, transparent performance evaluation, fair reward systems, and technology 

integration   are increasingly recognized as essential for sustaining productivity. However, 

many organizations still struggle to implement evidence-based HRM practices.  

Recent scholarship has emphasized the strategic role of HRM in driving organizational 

performance. Studies from 2019 onward highlight the integration of digital HR systems, the 

adoption of inclusive leadership practices, and the alignment of HR strategies with 

organizational vision as critical enablers of productivity (Rahmawati et al., 2022; Smith & 

Jones, 2021). The literature also points to the growing importance of workforce 

diversification and continuous upskilling in response to Industry 4.0 demands (Ong & 

Mahazan, 2020; Parinsi & Musa, 2023). Moreover, meta-analyses confirm that bundled HRM 

strategies   combining recruitment, training, rewards, and technology   yield stronger 

productivity outcomes than isolated interventions (Nguyen et al., 2022).  
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Despite these advances, several gaps remain. First, much of the existing literature focuses 

on single HRM practices rather than integrated strategies, limiting understanding of how 

different approaches interact to influence productivity. Second, empirical evidence is often 

concentrated in Western contexts, with fewer studies examining HRM strategies in emerging 

economies such as Indonesia, where cultural diversity and digital adoption present unique 

challenges. Third, while technology-enabled HRM has been widely discussed, limited research 

explores its long-term impact on employee motivation and organizational culture. These gaps 

highlight the need for a systematic synthesis of recent studies to provide a comprehensive 

picture of effective HRM strategies across diverse contexts.  

This study contributes novelty by systematically reviewing HRM strategies published 

between 2019 and 2024, focusing on their direct impact on productivity. Unlike prior reviews 

that emphasize either theoretical frameworks or isolated practices, this research integrates 

findings across six domains   recruitment, training, performance evaluation, rewards, diversity 

and inclusion, and technology integration   to identify holistic patterns. The study also 

emphasizes evidence from both global and Indonesian contexts, thereby addressing the 

underrepresentation of emerging economies in HRM scholarship. By highlighting bundled 

strategies and their synergistic effects, the review advances current knowledge and provides 

actionable insights for organizations seeking sustainable productivity gains. 

This study aims to systematically review HRM strategies published between 2019 and 

2024 that have demonstrated effectiveness in improving productivity. By synthesizing recent 

empirical findings, the review provides both academic contributions to HRM literature and 

practical insights for managers and policymakers. 

2. Literature Review 

Competency-Based Recruitment and Strategic Talent Access 

Competency-based recruitment aligns workforce capabilities with organizational goals. 

Lee et al. (2020) found that competency-driven hiring improved job fit, reduced turnover, 

and enhanced productivity in South Korea. Beyond recruitment, talent access strategies such 

as internal mobility and contingent talent pools have been highlighted as flexible approaches 

to maintaining productivity during talent shortages (Fuad, 2021; Khaeruman et al., 2024). 

Continuous Training, Upskilling, and Learning Ecosystems 

Employee development is central to productivity improvement. Chen and Wang (2023) 

demonstrated that longitudinal training programs enhanced engineers’ innovation output and 

product quality in China. Rahmawati et al. (2022) reported that Indonesian firms adopting 

digital HRIS platforms improved responsiveness and reduced administrative burdens. 

Blended learning approaches   combining microlearning, coaching, and project-based 

applications   yield stronger productivity gains than standalone e-learning (Bariqi, 2018; Ong 

& Mahazan, 2020). 

Performance Evaluation Systems 

Transparent and fair performance evaluation systems are critical drivers of motivation 

and productivity. Kumar and Patel (2024) showed that IT staff in India responded positively 

to transparent evaluation systems, resulting in higher motivation and improved task 

completion rates. Continuous check-ins and quarterly goal cycles outperform annual reviews, 

particularly in dynamic industries (Parinsi & Musa, 2023). Integrating qualitative feedback 

with objective metrics enhances accuracy and actionability (Mintawati, 2024). 
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Reward and Incentive Systems 

Reward systems remain powerful motivational tools. Martins and Silva (2021) found that 

performance-based rewards increased sales productivity by 18% among Brazilian sales 

representatives. In Indonesia, Sari and Nugroho (2023) showed that recognition systems 

improved employee retention and performance. Balanced reward packages that combine 

financial incentives with meaningful recognition are more effective than pay-only approaches 

(Iswandi, 2021; Anwar & Dunija, 2016). 

Workforce Diversification and Inclusion 

Diversity and inclusion strategies have gained prominence as productivity drivers. Smith 

and Jones (2021), through a meta-analysis of 42 studies, confirmed that inclusive leadership 

practices significantly enhance team productivity and engagement. Inclusive leadership 

behaviors   such as inviting input and ensuring equitable workload allocation   mediate the 

relationship between diversity and performance (Saimin et al., 2023). In both global and 

Indonesian contexts, cross-cultural competence and localized HR policies are essential for 

fostering collaboration and maximizing productivity. 

Technology-Enabled HRM 

The integration of technology into HRM processes has transformed productivity 

outcomes. Rahmawati et al. (2022) highlighted that HRIS adoption reduced administrative 

time and improved HR responsiveness in Indonesian firms. Globally, AI-assisted recruitment 

and analytics improve throughput, though governance mechanisms such as bias checks 

remain critical (Purba et al., 2021). People analytics, when tied to clear business questions, 

enable targeted interventions that yield measurable productivity improvements (Busro, 2018). 

Integrative Insights 

Evidence suggests that bundled strategies   such as competency-based recruitment 

combined with manager coaching, fair rewards, and analytics   produce stronger productivity 

outcomes than isolated interventions (Nguyen et al., 2022). Productivity improvements occur 

through three recurring pathways: capability (skills and tools), motivation (fairness and 

recognition), and coordination (clear goals and data visibility). Sustainable gains are most likely 

when organizations redesign work processes and embed HRM strategies into their broader 

strategic vision (Barney, 1991; Alesani & Hathorn, 2013). 

3. Research Methods 

In this research, the method used is a literature review with a qualitative approach, which 

aims to identify and analyze effective strategies in human resource management (HRM) to 

increase productivity. The cycle of this research method begins with data collection from 

various academic sources, such as scientific journals, books, research reports, and official 

documents relevant to the topic of HR management and work productivity.  

This study employed a Systematic Literature Review (SLR) approach. Data were 

collected from peer-reviewed journals, books, and conference proceedings published between 

2019 and 2024. Inclusion criteria required studies to focus on HRM strategies linked to 

productivity outcomes. Exclusion criteria eliminated opinion pieces and non-empirical 

studies. 

The review process followed PRISMA guidelines: 

1. Records identified: 312 

2. Duplicates removed: 42 

3. Records screened: 270 
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4. Records excluded: 210 

5. Full-text assessed: 60 

6. Full-text excluded: 30 

7. Studies included: 30 (with eight highlighted in the evidence table). 

Evidence Table (2019–2024) 

Author/Year Country Method Sample HRM Strategy 
Productivity 

Outcome 

Lee et al. (2020) 
South 
Korea 

Survey 
450 
employees 

Competency-based 
recruitment 

↑ Job fit, ↓ 
turnover, ↑ 
productivity 

Martins & Silva 
(2021) 

Brazil 
Quasi-
experimental 

120 sales 
reps 

Performance-based 
rewards 

↑ Sales per rep 
by 18% 

Rahmawati et al. 
(2022) 

Indonesia Case study 3 companies 
Digital HRIS 
implementation 

↓ Admin time, 
↑ HR 
responsiveness 

Chen & Wang 
(2023) 

China Longitudinal 
300 
engineers 

Continuous training & 
upskilling 

↑ Output 
quality, ↑ 
innovation 

Smith & Jones 
(2021) 

USA Meta-analysis 42 studies Inclusive leadership 
↑ Team 
productivity, ↑ 
engagement 

Kumar & Patel 
(2024) 

India Survey 500 IT staff 
Transparent 
performance eval. 

↑ Motivation, 
↑ task 
completion 
rate 

Sari & Nugroho 
(2023) 

Indonesia Mixed-method 
200 
employees 

Reward system & 
recognition 

↑ Retention, ↑ 
performance 

Nguyen et al. 
(2022) 

Vietnam Experimental 80 managers 
Manager coaching 
training 

↑ Team output 
by 22% 

Thematic analysis was applied to categorize HRM strategies into six domains: 

recruitment, training, performance evaluation, rewards, diversity/inclusion, and technology 

integration. 

4. Results and Discussion 

The findings of this systematic literature review confirm that effective HRM strategies 

are central to improving organizational productivity. Across the reviewed studies, six domains 

consistently emerged: competency-based recruitment, continuous training and upskilling, 

transparent performance evaluation, reward and incentive systems, workforce diversification 

and inclusion, and technology-enabled HRM. Each of these strategies contributes to 

productivity through distinct mechanisms, yet their combined application yields the most 

significant outcomes. 

Competency-based recruitment ensures that organizations place the right individuals 

in the right roles. Evidence from Lee et al. (2020) demonstrates that competency-driven hiring 

reduces turnover and enhances job fit, which directly translates into higher productivity. This 

approach aligns with the Resource-Based View (RBV), which posits that human capital is a 

source of sustained competitive advantage. By focusing on competencies rather than generic 

qualifications, organizations can secure talent that is not only technically capable but also 

strategically aligned with organizational goals. 
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Continuous training and upskilling emerged as another critical driver of productivity. 

Chen and Wang (2023) showed that longitudinal training programs improved innovation and 

product quality among engineers, while Rahmawati et al. (2022) highlighted the role of digital 

HRIS in streamlining training delivery in Indonesian firms. These findings underscore the 

importance of adaptive learning ecosystems that combine microlearning, coaching, and 

project-based applications. Training that is contextually relevant and continuously updated 

ensures that employees remain agile in responding to technological and market changes, 

thereby sustaining productivity growth. 

Performance evaluation systems also play a pivotal role. Transparent and fair 

evaluation processes, as evidenced by Kumar and Patel (2024), increase employee motivation 

and task completion rates. The shift from annual reviews to continuous feedback cycles 

reflects the need for responsiveness in dynamic industries. Moreover, integrating qualitative 

feedback with objective performance metrics enhances accuracy and provides actionable 

insights. Such systems not only identify areas for improvement but also foster a culture of 

fairness and accountability, which strengthens employee engagement and productivity. 

Reward and incentive systems remain powerful motivational tools. Martins and Silva 

(2021) found that performance-based rewards significantly increased sales productivity, while 

Sari and Nugroho (2023) demonstrated that recognition systems improved retention and 

performance in Indonesian firms. Importantly, balanced reward packages that combine 

financial incentives with non-financial recognition are more effective than pay-only 

approaches. Frequent, specific recognition from direct managers has a stronger impact on 

productivity than infrequent, organization-wide awards, highlighting the importance of 

managerial involvement in reward practices. 

Workforce diversification and inclusion contribute to productivity by fostering 

innovation and resilience. Smith and Jones (2021) confirmed through meta-analysis that 

inclusive leadership practices enhance team productivity and engagement. Diversity alone 

does not guarantee improved outcomes; it must be accompanied by inclusive practices such 

as psychological safety, equitable workload distribution, and leader behaviors that invite input 

and credit contributions. In both global and Indonesian contexts, cross-cultural competence 

and localized HR policies are essential for maximizing the benefits of workforce diversity. 

Finally, technology-enabled HRM has transformed productivity outcomes. 

Rahmawati et al. (2022) reported that HRIS adoption reduced administrative time and 

improved HR responsiveness. Globally, AI-assisted recruitment and people analytics have 

increased throughput and decision-making accuracy. However, technology adoption must be 

accompanied by governance mechanisms such as bias checks and transparency to sustain 

trust. Productivity gains are most pronounced when technology is integrated with user-

centered design, change management, and employee training. 

5. Conclusion 

This systematic literature review demonstrates that effective HRM strategies — 

competency-based recruitment, continuous training and upskilling, transparent performance 

evaluation, fair reward systems, workforce diversification, and technology integration — are 

critical drivers of organizational productivity. The evidence from 2019–2024 highlights that 

these strategies not only improve individual and team performance but also foster innovation, 

fairness, and operational efficiency. Importantly, bundled approaches that integrate multiple 

HRM practices yield stronger and more sustainable productivity outcomes than isolated 

interventions. 

Contributions. The study contributes to HRM scholarship by synthesizing recent 

empirical findings across diverse contexts, including emerging economies such as Indonesia, 

which remain underrepresented in global HRM literature. It advances theoretical perspectives 
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such as the Resource-Based View and Strategic HRM by demonstrating how human capital 

strategies translate into measurable productivity gains. Practically, the review offers managers 

and policymakers evidence-based insights to design HRM systems that align with 

organizational vision and respond to global challenges such as digitalization and workforce 

diversity. 

Limitations. Despite its comprehensive scope, the review is limited by its reliance on 

published studies within the 2019–2024 timeframe, which may exclude relevant but 

unpublished or ongoing research. The heterogeneity of methodologies across studies also 

constrains direct comparison of effect sizes. Furthermore, while the review integrates findings 

from multiple regions, the evidence base remains uneven, with fewer studies from non-

Western contexts. 

Future Research. Future studies should explore the long-term impact of technology-

enabled HRM, particularly AI-driven systems, on employee motivation and organizational 

culture. Comparative cross-country analyses would enrich understanding of how cultural and 

institutional contexts shape HRM effectiveness. Additionally, integrating HRM strategies with 

organizational culture and leadership practices offers a promising avenue for examining 

synergistic effects on productivity. 

In conclusion, organizations seeking to enhance productivity must adopt holistic HRM 

strategies that combine capability development, motivational systems, and coordination 

mechanisms. By embedding HRM practices into broader organizational strategies, firms can 

achieve sustainable productivity gains and strengthen competitiveness in the era of 

globalization and digital transformation. 
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