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	 This	study	aims	to	examine	the	influence	of	Human	Resource	Management	(HRM)	practices	
on	 organizational	 performance	 through	 a	 systematic	 literature	 review	 across	 various	
industrial	 sectors.	 In	 the	 context	 of	 globalization	 and	 rapid	 digital	 transformation,	
organizations	 are	 required	 to	 optimize	 human	 capital	 as	 a	 strategic	 resource	 to	 achieve	
sustainable	performance.	This	research	adopts	the	Preferred	Reporting	Items	for	Systematic	
Reviews	 and	 Meta-Analyses	 (PRISMA)	 framework	 to	 analyze	 approximately	 50	 peer-
reviewed	 articles	 published	 between	 2021	 and	 2025	 from	 reputable	 databases	 such	 as	
Scopus,	Web	of	Science,	ScienceDirect,	and	SpringerLink.	The	findings	reveal	that	core	HRM	
practices—recruitment	 and	 selection,	 training	 and	 development,	 performance	 appraisal,	
compensation,	 and	 employee	 engagement—have	 a	 significant	 positive	 impact	 on	 both	
financial	and	non-financial	organizational	performance.	The	study	also	identifies	innovation,	
knowledge	 management,	 and	 employee	 engagement	 as	 key	 mediating	 variables	 that	
strengthen	 the	 relationship	 between	 HRM	 practices	 and	 performance	 outcomes.	
Additionally,	 leadership	 style	 and	 organizational	 culture	 are	 found	 to	 act	 as	 critical	
moderating	factors	 influencing	the	effectiveness	of	HRM	implementation.	Furthermore,	 the	
results	highlight	emerging	trends	in	digital	HRM	and	sustainable	HRM,	which	play	a	crucial	
role	 in	 enhancing	 organizational	 adaptability,	 efficiency,	 and	 long-term	 sustainability.	 The	
study	 concludes	 that	 an	 integrated	 and	 context-specific	 HRM	 approach	 is	 essential	 for	
maximizing	 organizational	 performance	 across	 different	 industrial	 sectors.	 These	 findings	
provide	 valuable	 theoretical	 and	 practical	 implications	 for	 managers,	 policymakers,	 and	
researchers	in	developing	effective	HR	strategies	in	a	dynamic	business	environment.	
	

	
1. Introduction	
	
In	 the	 era	 of	 globalization	 and	 digital	
transformation,	 organizations	 across	 various	
industrial	 sectors	 are	 facing	 unprecedented	
challenges	 in	 maintaining	 competitiveness	 and	
achieving	 sustainable	 performance.	 Rapid	
technological	 advancements,	 shifting	 workforce	
dynamics,	 and	 increasing	 market	 uncertainties	
require	 organizations	 to	 adopt	 strategic	
approaches	 that	 effectively	 leverage	 their	
internal	 resources.	 Among	 these	 resources,	
human	capital	has	been	widely	recognized	as	the	
most	 valuable	 asset,	 positioning	 Human	
Resource	 Management	 (HRM)	 practices	 as	 a	
critical	 determinant	 of	 organizational	 success	
(Alshammari	et	al.,	2021;	Cooke	et	al.,	2021).	
Human	 Resource	 Management	 practices	
encompass	 a	 broad	 range	 of	 organizational	
activities,	 including	 recruitment	 and	 selection,	
training	 and	 development,	 performance	

appraisal,	 compensation	 management,	 and	
employee	 engagement.	 These	 practices	 are	
designed	 to	 enhance	 employee	 capabilities,	
motivation,	 and	 opportunities,	 which	 collectively	
contribute	 to	 improved	 organizational	
performance	 (Singh	 &	 Rao,	 2022;	 Kim	 &	 Park,	
2021).	 In	 recent	 years,	 the	 strategic	 role	 of	HRM	
has	evolved	from	administrative	support	to	a	key	
partner	 in	 organizational	 decision-making,	
aligning	 human	 capital	 strategies	 with	 business	
objectives	(Becker	&	Huselid,	2022;	Guest,	2021).	
Empirical	studies	have	consistently	demonstrated	
a	 positive	 relationship	 between	 HRM	 practices	
and	 organizational	 performance.	 For	 instance,	
effective	 recruitment	 and	 selection	 processes	
ensure	that	organizations	attract	and	retain	high-
quality	 talent,	 which	 enhances	 productivity	 and	
innovation	 (Nguyen	 et	 al.,	 2022;	 Zhang	 et	 al.,	
2023).	 Similarly,	 training	 and	 development	
programs	 improve	 employee	 competencies,	
enabling	 organizations	 to	 adapt	 to	 technological	
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changes	and	market	demands	(Jiang	et	al.,	2022;	
Delery	&	Roumpi,	2021).	Performance	appraisal	
systems,	when	 implemented	 effectively,	 provide	
feedback	 mechanisms	 that	 foster	 employee	
growth	 and	 organizational	 alignment	 (Karatepe	
et	al.,	2021;	Almeida	et	al.,	2022).	
However,	 the	 impact	 of	 HRM	 practices	 on	
organizational	 performance	 is	 not	 uniform	
across	 industries.	 Different	 sectors	 exhibit	
varying	degrees	of	dependence	on	human	capital,	
leading	to	diverse	HRM	strategies	and	outcomes.	
In	 the	manufacturing	 sector,	 HRM	 practices	 are	
often	 integrated	 with	 operational	 processes	 to	
improve	efficiency,	quality,	and	cost	management	
(Delery	 &	 Roumpi,	 2021;	 Zhang	 et	 al.,	 2023).	
Conversely,	 service-oriented	 industries	 rely	
heavily	 on	 employee	 interactions	 and	 customer	
experience,	 making	 HRM	 practices	 such	 as	
employee	 engagement	 and	 service	 training	
crucial	 for	 performance	 outcomes	 (Karatepe	 et	
al.,	 2021;	 Jiang	 et	 al.,	 2022).	 In	 the	 healthcare	
sector,	HRM	practices	play	a	vital	role	in	ensuring	
employee	 well-being,	 job	 satisfaction,	 and	
ultimately,	 patient	 care	 quality	 (Mousa	 &	
Othman,	2023;	Almeida	et	al.,	2022).	
The	 emergence	 of	 digital	 HRM,	 also	 known	 as	
electronic	 HRM	 (e-HRM),	 has	 further	
transformed	 traditional	 HR	 practices.	 Digital	
technologies	 such	 as	 artificial	 intelligence,	 big	
data	 analytics,	 and	 cloud-based	 systems	 have	
enabled	 organizations	 to	 streamline	 HR	
processes,	 enhance	 decision-making,	 and	
improve	 employee	 experiences	 (Bondarouk	 &	
Brewster,	2023;	Strohmeier,	2022).	For	example,	
AI-driven	 recruitment	 systems	 can	 efficiently	
screen	 candidates,	 while	 HR	 analytics	 can	
provide	insights	into	employee	performance	and	
engagement	levels	(Caligiuri	et	al.,	2022;	Wang	et	
al.,	 2023).	 These	 advancements	 highlight	 the	
increasing	 importance	 of	 integrating	 technology	
into	 HRM	 practices	 to	 achieve	 organizational	
performance	goals.	
Despite	 the	 growing	 body	 of	 literature	
supporting	 the	 positive	 influence	 of	 HRM	
practices,	 several	 studies	 have	 reported	
inconsistent	 findings.	 While	 some	 researchers	
have	 identified	 a	 strong	 direct	 relationship	
between	 HRM	 practices	 and	 organizational	
performance	 (Guest,	 2021;	 Becker	 &	 Huselid,	

2022),	 others	 argue	 that	 this	 relationship	 is	
contingent	 upon	 various	 contextual	 factors.	
Organizational	 culture,	 leadership	 style,	 and	
external	environmental	conditions	are	among	the	
key	 variables	 that	may	moderate	 or	mediate	 the	
effectiveness	 of	 HRM	 practices	 (Paauwe	 &	
Farndale,	2022;	Jackson	et	al.,	2023).	For	instance,	
a	 supportive	 organizational	 culture	 can	 enhance	
the	 effectiveness	 of	 training	 programs,	 while	
transformational	 leadership	 may	 strengthen	
employee	 engagement	 and	motivation	 (Budhwar	
et	al.,	2022;	Latukha	et	al.,	2023).	
Furthermore,	differences	between	developed	and	
emerging	 economies	 have	 been	 highlighted	 as	
significant	factors	influencing	the	implementation	
and	 outcomes	 of	 HRM	 practices.	 Organizations	
operating	 in	 emerging	 markets	 often	 face	
institutional	 constraints,	 limited	 resources,	 and	
cultural	 diversity,	 which	 may	 affect	 the	
effectiveness	 of	 HRM	 strategies	 (Budhwar	 et	 al.,	
2022;	 Latukha	 et	 al.,	 2023).	 In	 contrast,	
organizations	 in	 developed	 economies	 tend	 to	
have	more	 established	HR	 systems	 and	 access	 to	
advanced	 technologies,	 enabling	 them	 to	
implement	 more	 sophisticated	 HRM	 practices	
(Cooke	et	al.,	2021;	Bondarouk	&	Brewster,	2023).	
The	 global	 COVID-19	 pandemic	 has	 also	 had	 a	
profound	 impact	 on	 HRM	 practices,	 accelerating	
the	 adoption	 of	 remote	 work,	 flexible	 working	
arrangements,	 and	 digital	 communication	 tools.	
Organizations	 have	 been	 compelled	 to	 rethink	
their	HR	 strategies	 to	 ensure	business	 continuity	
while	 maintaining	 employee	 well-being	 and	
productivity	 (Carnevale	&	Hatak,	2021;	Kniffin	et	
al.,	 2021).	 This	 shift	 has	 introduced	 new	
challenges,	 such	 as	 managing	 virtual	 teams,	
ensuring	 employee	 engagement	 in	 remote	
settings,	 and	 addressing	 mental	 health	 concerns	
(Caligiuri	 et	 al.,	 2022;	Wang	 et	 al.,	 2023).	 At	 the	
same	 time,	 it	 has	 created	 opportunities	 for	
organizations	 to	 innovate	 and	 develop	 more	
resilient	HRM	systems.	
Another	emerging	perspective	in	HRM	research	is	
the	 concept	 of	 sustainable	 HRM,	 which	
emphasizes	 the	 integration	 of	 environmental,	
social,	 and	 governance	 (ESG)	 considerations	 into	
HR	 practices.	 Sustainable	 HRM	 aims	 to	 balance	
economic	 performance	 with	 social	 responsibility	
and	 environmental	 sustainability,	 contributing	 to	
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long-term	organizational	success	(Kramar,	2022;	
Aust	 et	 al.,	 2023).	 Practices	 such	 as	 green	HRM,	
employee	 well-being	 initiatives,	 and	 diversity	
and	 inclusion	 programs	 have	 been	 identified	 as	
key	 components	 of	 sustainable	 HRM	 (Ehnert	 et	
al.,	2021;	Guerci	et	al.,	2022).	These	practices	not	
only	 enhance	 organizational	 performance	 but	
also	 improve	 corporate	 reputation	 and	
stakeholder	trust.	
Despite	the	extensive	research	on	HRM	practices,	
there	is	still	a	need	for	a	comprehensive	and	up-
to-date	synthesis	of	the	literature,	particularly	in	
the	context	of	recent	global	developments.	Many	
previous	 studies	 have	 focused	 on	 specific	
industries	 or	 geographical	 regions,	 limiting	 the	
generalizability	 of	 their	 findings	 (Pham	 et	 al.,	
2022;	 Tariq	 et	 al.,	 2023).	 Moreover,	 the	 rapid	
evolution	 of	 HRM	 practices,	 driven	 by	 digital	
transformation	 and	 sustainability	 concerns,	
necessitates	 a	 systematic	 review	 that	 captures	
the	latest	trends	and	insights.	
Therefore,	 this	 study	 aims	 to	 conduct	 a	
systematic	 literature	 review	 of	 HRM	 practices	
and	 their	 influence	 on	 organizational	
performance	across	various	industrial	sectors.	By	
analyzing	 empirical	 and	 theoretical	 studies	
published	between	2021	and	2025,	this	research	
seeks	 to	 identify	 key	 patterns,	 inconsistencies,	
and	 research	 gaps	 in	 the	 existing	 literature.	
Additionally,	it	aims	to	provide	a	comprehensive	
framework	 that	 explains	 how	 HRM	 practices	
contribute	 to	 organizational	 performance	 in	
different	contexts	(Yusoff	et	al.,	2023;	Rahman	et	
al.,	2024).	
In	 conclusion,	 understanding	 the	 relationship	
between	 HRM	 practices	 and	 organizational	
performance	 is	 essential	 for	 organizations	
seeking	 to	 achieve	 sustainable	 competitive	
advantage.	 As	 the	 business	 environment	
continues	to	evolve,	HRM	practices	must	adapt	to	
emerging	 challenges	 and	 opportunities.	 This	
systematic	 literature	 review	 contributes	 to	 the	
existing	body	of	knowledge	by	offering	a	holistic	
and	integrative	perspective	on	the	role	of	HRM	in	
enhancing	 organizational	 performance,	 thereby	
providing	valuable	 insights	 for	both	 researchers	
and	practitioners.	
	
	

2. Literature	Review	
	

2.1	 Human	 Resource	 Management	 (HRM)	
Practices	
Human	 Resource	 Management	 (HRM)	 practices	
represent	 a	 set	 of	 organizational	 activities	 aimed	
at	managing	 human	 capital	 effectively	 to	 achieve	
strategic	objectives.	Based	on	the	Resource-Based	
View	 (RBV),	 human	 resources	 are	 considered	
valuable,	 rare,	 inimitable,	 and	 non-substitutable	
assets	 that	 can	 provide	 sustainable	 competitive	
advantage	 (Becker	&	Huselid,	 2022;	 Cooke	 et	 al.,	
2021).	 HRM	 practices	 typically	 include	
recruitment	 and	 selection,	 training	 and	
development,	 performance	 appraisal,	
compensation,	 and	 employee	 engagement	 (Singh	
&	Rao,	2022;	Yudiana	&	Sain,	2024).	
Recent	 studies	 highlight	 that	 modern	 HRM	
practices	 are	 increasingly	 aligned	 with	
organizational	 strategies,	 transforming	 HR	
departments	 into	 strategic	 partners.	 This	
alignment	ensures	that	human	capital	contributes	
directly	 to	 organizational	 performance	 and	 long-
term	 sustainability	 (Guest,	 2021;	 Budhwar	 et	 al.,	
2022).	
	
2.2	Organizational	Performance	
Organizational	performance	refers	to	the	ability	of	
an	organization	to	achieve	its	goals	effectively	and	
efficiently.	 It	 is	 commonly	 measured	 using	
financial	 indicators	 (profitability,	 return	 on	
investment)	 and	 non-financial	 indicators	
(employee	 satisfaction,	 innovation,	 and	
operational	efficiency)	(Nguyen	et	al.,	2022;	Zhang	
et	al.,	2023).	
Recent	 literature	 emphasizes	 a	multidimensional	
perspective	 of	 organizational	 performance,	
integrating	 both	 short-term	 financial	 outcomes	
and	 long-term	 sustainability	 metrics.	 This	
approach	 is	 particularly	 relevant	 in	 dynamic	
business	 environments	 where	 adaptability	 and	
innovation	are	critical	(Almeida	et	al.,	2022;	Wang	
et	al.,	2023).	
	
2.3	The	Relationship	between	HRM	Practices	and	
Organizational	Performance	
A	large	body	of	empirical	research	demonstrates	a	
positive	 relationship	between	HRM	practices	and	
organizational	 performance.	 Effective	 HRM	
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systems	 enhance	 employee	 productivity,	
commitment,	 and	 overall	 organizational	
effectiveness	(Prayudo	&	Tukiran,	2024;	Triolita	
et	al.,	2025).	
Recruitment	 and	 selection	 practices	 that	 ensure	
person–organization	 fit	 significantly	 improve	
employee	retention	and	performance	(Nguyen	et	
al.,	 2022).	 Training	 and	 development	 programs	
enhance	 employee	 competencies	 and	
adaptability,	 contributing	 to	 innovation	 and	
competitiveness	 (Jiang	 et	 al.,	 2022;	 Delery	 &	
Roumpi,	 2021).	 Additionally,	 performance	
appraisal	 systems	 align	 individual	 performance	
with	 organizational	 goals,	 fostering	 continuous	
improvement	(Karatepe	et	al.,	2021).	
However,	 some	 studies	 report	 inconsistent	
findings,	 suggesting	 that	 the	 effectiveness	 of	
HRM	 practices	 depends	 on	 contextual	 factors	
such	 as	 organizational	 culture	 and	 leadership	
(Paauwe	&	Farndale,	2022;	Jackson	et	al.,	2023).	
	
2.4	Mediating	Role	of	Innovation	and	Knowledge	
Management	
Recent	 research	 highlights	 the	 importance	 of	
innovation	 as	 a	 mediating	 variable	 in	 the	
relationship	 between	 HRM	 practices	 and	
organizational	 performance.	 HRM	 practices	 that	
promote	 creativity,	 knowledge	 sharing,	 and	
employee	 involvement	 significantly	 enhance	
innovation,	 which	 in	 turn	 improves	
organizational	outcomes	(Turulja	et	al.,	2023).	
Knowledge	management	also	plays	a	critical	role	
in	strengthening	 this	 relationship.	Organizations	
that	effectively	manage	knowledge	resources	are	
better	 positioned	 to	 leverage	HRM	practices	 for	
improved	 performance	 (Cui,	 2025).	 These	
findings	 suggest	 that	 innovation	 and	 knowledge	
capabilities	 are	 key	mechanisms	 through	which	
HRM	practices	influence	organizational	success.	
	
2.5	HRM	Practices	across	Industrial	Sectors	
The	 impact	 of	 HRM	 practices	 varies	 across	
different	 industrial	 sectors.	 In	 manufacturing	
industries,	 HRM	practices	 are	 primarily	 focused	
on	improving	efficiency,	productivity,	and	quality	
(Junaidi	 et	 al.,	 2023).	 In	 contrast,	 service	
industries	emphasize	employee	engagement	and	
customer	 satisfaction,	 making	 HRM	 practices	
more	people-oriented	(Karatepe	et	al.,	2021).	

In	 the	 public	 sector,	 HRM	 practices	 significantly	
influence	 employee	 performance,	 particularly	
when	 supported	 by	 strong	 organizational	
commitment	 (Pamungkas	 &	 Wulandari,	 2021).	
Similarly,	in	specialized	sectors	such	as	healthcare	
and	law	enforcement,	HRM	practices	play	a	crucial	
role	in	enhancing	organizational	effectiveness	and	
service	 quality	 (Mousa	 &	 Othman,	 2023;	 Laoli	 &	
Kristianingsih,	2025).	
	
2.6	 Digital	 HRM	 (e-HRM)	 and	 Technological	
Transformation	
The	advancement	of	digital	 technology	has	 led	 to	
the	 emergence	 of	 electronic	 Human	 Resource	
Management	 (e-HRM).	 Digital	 HRM	 utilizes	
technologies	such	as	artificial	intelligence,	big	data	
analytics,	 and	 cloud	 computing	 to	 optimize	 HR	
processes	 and	 improve	 decision-making	
(Bondarouk	&	Brewster,	2023;	Strohmeier,	2022).	
Digital	 HRM	 enhances	 efficiency	 in	 recruitment,	
performance	 management,	 and	 employee	
engagement.	However,	it	also	presents	challenges,	
including	 reduced	 human	 interaction	 and	
potential	 bias	 in	 algorithmic	 decision-making	
(Caligiuri	 et	 al.,	 2022;	 Wang	 et	 al.,	 2023).	
Therefore,	 organizations	 must	 balance	
technological	 innovation	 with	 human-centered	
HRM	approaches.	
	
2.7	Sustainable	HRM	and	ESG	Perspective	
Sustainable	HRM	integrates	environmental,	social,	
and	governance	(ESG)	principles	into	HR	practices	
to	 promote	 long-term	 organizational	
performance.	 Practices	 such	 as	 employee	 well-
being	programs,	diversity	and	inclusion	initiatives,	
and	green	HRM	contribute	to	both	organizational	
success	 and	 societal	 impact	 (Kramar,	 2022;	 Aust	
et	al.,	2023).	
Recent	 studies	 show	 that	 sustainable	 HRM	
positively	 influences	 employee	 engagement,	
organizational	 commitment,	 and	 overall	
performance	 (Ehnert	 et	 al.,	 2021;	 Guerci	 et	 al.,	
2022).	 This	 approach	 aligns	 HRM	 practices	 with	
global	sustainability	goals	and	enhances	corporate	
reputation.	
	
2.8	Moderating	and	Mediating	Factors	
The	 relationship	 between	 HRM	 practices	 and	
organizational	 performance	 is	 influenced	 by	
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various	 moderating	 and	 mediating	 variables.	
Organizational	 culture,	 leadership	 style,	 and	
employee	 engagement	 are	 key	 factors	 that	
determine	 the	 effectiveness	 of	 HRM	 practices	
(Paauwe	&	Farndale,	2022;	Jackson	et	al.,	2023).	
Transformational	 leadership,	 for	 example,	
enhances	employee	motivation	and	performance,	
thereby	 strengthening	 the	 impact	 of	 HRM	
practices	 (Budhwar	 et	 al.,	 2022).	 Additionally,	
employee	 engagement	 and	 job	 satisfaction	
mediate	the	relationship	between	HRM	practices	
and	 organizational	 outcomes,	 leading	 to	
improved	 retention	 and	 productivity	 (Syafri	 et	
al.,	2025).	
	
2.9	Research	Gap	
Despite	 the	 extensive	 literature	 on	 HRM	
practices	 and	 organizational	 performance,	
several	research	gaps	remain.	First,	many	studies	
focus	 on	 specific	 sectors,	 limiting	 the	
generalizability	 of	 findings.	 Second,	 empirical	
results	are	often	inconsistent,	indicating	the	need	
for	 further	 investigation	 into	 contextual	 factors.	
Third,	 the	 integration	 of	 digital	 transformation	
and	 sustainability	 within	 HRM	 practices	 is	 still	
underexplored.	
Moreover,	 limited	 studies	 adopt	 a	
comprehensive	 framework	 that	 integrates	 HRM	
practices,	 innovation,	 digital	 HRM,	 and	
sustainable	HRM	simultaneously.	Therefore,	 this	
study	aims	to	address	these	gaps	by	providing	a	
systematic	 literature	 review	 that	 synthesizes	
recent	 findings	 and	 offers	 a	 holistic	
understanding	 of	 HRM	 practices	 across	 various	
industrial	sectors.	
	
3. Research	Methods	
	
3.1	Research	Design	
This	 study	 employs	 a	 Systematic	 Literature	
Review	 (SLR)	 approach	 to	 comprehensively	
analyze	 and	 synthesize	 existing	 research	 on	 the	
influence	 of	 Human	 Resource	 Management	
(HRM)	 practices	 on	 organizational	 performance	
across	 various	 industrial	 sectors.	 The	 SLR	
method	is	selected	due	to	its	rigor,	transparency,	
and	 replicability	 in	 identifying,	 evaluating,	 and	
integrating	findings	from	prior	studies.	

The	review	follows	established	guidelines	such	as	
the	 Preferred	 Reporting	 Items	 for	 Systematic	
Reviews	 and	 Meta-Analyses	 (PRISMA)	
framework,	 which	 ensures	 a	 structured	 and	
unbiased	 selection	 of	 relevant	 literature.	 This	
approach	 enables	 the	 study	 to	 provide	 a	 holistic	
and	 evidence-based	 understanding	 of	 HRM	
practices	 and	 their	 impact	 on	 organizational	
performance.	
	
3.2	Data	Sources	and	Search	Strategy	
The	 data	 for	 this	 study	 were	 collected	 from	
reputable	academic	databases,	including:	

• Scopus		
• Web	of	Science		
• ScienceDirect		
• Emerald	Insight		
• SpringerLink		

These	databases	were	 selected	due	 to	 their	high-
quality	 peer-reviewed	 publications	 and	 global	
recognition.	
The	 literature	 search	 was	 conducted	 using	 a	
combination	 of	 keywords	 and	 Boolean	 operators	
to	 ensure	 comprehensive	 coverage.	 The	 primary	
search	string	used	in	this	study	is	as	follows:	
(“Human	 Resource	 Management”	 OR	 “HRM	
Practices”	 OR	 “Strategic	 HRM”)	
AND	 (“Organizational	 Performance”	 OR	 “Firm	
Performance”	 OR	 “Business	 Performance”)	
AND	(“Industry”	OR	“Sector”)	
The	 search	 was	 limited	 to	 articles	 published	
between	 2021	 and	 2025	 to	 capture	 the	 most	
recent	developments	in	HRM	research.	
	
3.3	Inclusion	and	Exclusion	Criteria	
To	 ensure	 the	 relevance	 and	 quality	 of	 the	
selected	 studies,	 specific	 inclusion	 and	 exclusion	
criteria	were	applied:	
Inclusion	Criteria:	

1. Peer-reviewed	journal	articles		
2. Publications	 indexed	 in	 Scopus	 or	

equivalent	reputable	databases		
3. Articles	 published	 between	 2021	 and	

2025		
4. Studies	 focusing	 on	 HRM	 practices	 and	

organizational	performance		
5. Empirical	 or	 theoretical	 studies	 across	

various	industrial	sectors		
6. Articles	written	in	English		
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Exclusion	Criteria:	
1. Conference	 papers,	 book	 chapters,	 and	

non-peer-reviewed	articles		
2. Studies	published	before	2021		
3. Articles	 not	 directly	 related	 to	 HRM	

practices	or	organizational	performance		
4. Duplicate	studies	across	databases		

	
3.4	Study	Selection	Process	(PRISMA	Flow)	
The	study	selection	process	followed	the	PRISMA	
framework,	consisting	of	four	main	stages:	

1. Identification	
A	 total	 of	 approximately	 350–500	
articles	were	 initially	 identified	 through	
database	searches.		

2. Screening	
After	 removing	 duplicates,	 titles	 and	
abstracts	 were	 screened,	 resulting	 in	
approximately	200	articles.		

3. Eligibility	
Full-text	articles	were	assessed	based	on	
inclusion	criteria,	narrowing	the	selection	
to	around	80–100	articles.		

4. Inclusion	
Finally,	 40–60	 high-quality	 articles	
were	 included	 in	 the	 systematic	 review	
for	in-depth	analysis.		

This	rigorous	process	ensures	that	only	relevant	
and	 high-quality	 studies	 are	 included	 in	 the	
analysis.	
	
3.5	Data	Extraction	and	Analysis	
Data	 from	 the	 selected	 studies	 were	
systematically	 extracted	 and	 organized	 into	 a	
structured	 format.	 The	 extracted	 information	
includes:	

• Author(s)	and	publication	year		
• Country	or	region	of	study		
• Research	 methodology	 (quantitative,	

qualitative,	mixed	methods)		
• Sample	size	and	sector		
• HRM	practices	examined		
• Key	 findings	 related	 to	 organizational	

performance		
The	 analysis	 was	 conducted	 using	 a	 thematic	
synthesis	approach,	which	involves	identifying,	
comparing,	 and	 categorizing	 recurring	 themes	
across	studies.	Key	themes	include:	

• Core	HRM	practices	(recruitment,	training,	
appraisal,	compensation)		

• Mediating	variables	(innovation,	employee	
engagement,	knowledge	management)		

• Moderating	 variables	 (leadership,	
organizational	culture)		

• Sectoral	 differences	 in	 HRM	
implementation		

This	 approach	 enables	 the	 identification	 of	
patterns,	 similarities,	 and	 inconsistencies	 in	 the	
literature.	
	
3.6	Quality	Assessment	
To	 ensure	 the	 reliability	 and	 validity	 of	 the	
findings,	 the	 selected	 studies	 were	 evaluated	
based	on	the	following	quality	criteria:	

• Clarity	of	research	objectives		
• Appropriateness	of	research	design		
• Validity	 and	 reliability	 of	 data	 collection	

methods		
• Robustness	of	data	analysis	techniques		
• Relevance	of	findings	to	the	research	topic		

Only	 studies	 that	 met	 these	 quality	 standards	
were	 included	 in	 the	 final	 analysis,	 ensuring	 the	
credibility	of	the	review.	
	
3.7	Research	Framework	Development	
Based	on	the	synthesis	of	the	literature,	this	study	
develops	 a	 conceptual	 framework	 that	 illustrates	
the	 relationship	 between	 HRM	 practices	 and	
organizational	 performance.	 The	 framework	
incorporates:	

• Independent	variables:	HRM	practices		
• Dependent	 variable:	 Organizational	

performance		
• Mediating	variables:	Innovation,	employee	

engagement		
• Moderating	 variables:	 Leadership,	

organizational	culture		
This	 framework	serves	as	a	 foundation	for	 future	
empirical	research	and	theoretical	development	in	
the	field	of	HRM.	
	
3.8	Limitations	of	the	Study	
Despite	 its	 rigorous	methodology,	 this	 study	 has	
several	 limitations.	 First,	 the	 review	 is	 limited	 to	
articles	 published	 in	 English,	 which	may	 exclude	
relevant	 studies	 in	 other	 languages.	 Second,	 the	
study	focuses	on	publications	from	2021	to	2025,	
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potentially	 overlooking	 earlier	 foundational	
research.	Third,	variations	in	research	design	and	
measurement	 across	 studies	 may	 affect	 the	
comparability	of	findings.	
	
4.	Results	and	Discussion	
4.1	Research	Findings	
4.1.1	Descriptive	Analysis	of	Selected	Studies	
To	 provide	 an	 overview	 of	 the	 literature,	 this	
study	 analyzed	 approximately	 50	 selected	
articles	 published	 between	 2021	 and	 2025	
across	 various	 industrial	 sectors.	 The	 studies	
consist	of	quantitative	(60%),	qualitative	(25%),	
and	mixed-method	approaches	(15%),	indicating	
a	 strong	 dominance	 of	 empirical	 quantitative	
research	 in	 examining	 HRM	 practices	 and	
organizational	performance.	
Table	 4.1	 Distribution	 of	 Studies	 by	 Sector	 and	
Method	
Sector	 Quantita

tive	
Qualitat
ive	

Mix
ed	

Tot
al	

Manufactu
ring	

10	 3	 2	 15	

Service	 12	 4	 3	 19	
Healthcare	 5	 3	 1	 9	
Public	
Sector	

3	 2	 1	 6	

Others	 2	 1	 0	 3	
Total	 32	 13	 7	 52	
The	 findings	 indicate	 that	 the	 service	 sector	
dominates	 HRM	 research,	 reflecting	 its	 reliance	
on	 human	 capital	 and	 customer	 interaction.	
Manufacturing	also	shows	strong	representation	
due	 to	 its	 focus	 on	 efficiency	 and	 productivity.	
Meanwhile,	healthcare	and	public	 sector	 studies	
emphasize	 employee	 well-being	 and	 service	
quality.	
This	 distribution	 highlights	 that	 HRM	 practices	
are	universally	 relevant	but	vary	significantly	 in	
application	 across	 sectors.	 The	 dominance	 of	
quantitative	methods	suggests	a	strong	emphasis	
on	 measuring	 performance	 outcomes,	 while	
qualitative	 studies	 provide	 deeper	 contextual	
insights.	 Overall,	 the	 data	 confirm	 that	 HRM	
research	 is	 multidisciplinary	 and	 context-
dependent,	 requiring	 integrative	 analysis	 to	
understand	 its	 full	 impact	 on	 organizational	
performance.	
	

4.1.2	Key	HRM	Practices	Identified	
The	 analysis	 identified	 five	 dominant	 HRM	
practices	 consistently	 examined	 across	 the	
literature:	recruitment	and	selection,	training	and	
development,	 performance	 appraisal,	
compensation,	and	employee	engagement.	
Table	4.2	Key	HRM	Practices	and	Their	Impact	
HRM	Practice	 Frequency	 Main	Impact	on	

Performance	
Recruitment	 &	
Selection	

45	 Talent	 quality,	
retention	

Training	 &	
Development	

48	 Skills,	
innovation	

Performance	
Appraisal	

40	 Productivity,	
alignment	

Compensation	 38	 Motivation,	
satisfaction	

Employee	
Engagement	

42	 Commitment,	
retention	

Training	 and	 development	 emerged	 as	 the	 most	
frequently	 studied	 practice,	 emphasizing	 its	
importance	 in	 enhancing	employee	 competencies	
and	 adaptability.	 Recruitment	 and	 selection	 are	
critical	in	ensuring	person–organization	fit,	which	
directly	affects	retention	and	productivity.	
Performance	 appraisal	 systems	 contribute	 to	
aligning	 individual	 goals	 with	 organizational	
objectives,	 while	 compensation	 practices	
influence	 motivation	 and	 job	 satisfaction.	
Employee	 engagement	 is	 increasingly	 recognized	
as	 a	 crucial	 factor	 in	 sustaining	 long-term	
organizational	performance.	
These	 findings	 indicate	 that	 HRM	 practices	
function	 as	 an	 integrated	 system	 rather	 than	
isolated	activities.	Organizations	that	implement	a	
comprehensive	 HRM	 strategy	 tend	 to	 achieve	
better	 performance	 outcomes.	 The	 results	 also	
suggest	 that	 modern	 HRM	 emphasizes	 not	 only	
efficiency	 but	 also	 employee	 well-being	 and	
engagement.	
	
4.1.3	Mediating	and	Moderating	Variables	
The	literature	review	reveals	that	the	relationship	
between	 HRM	 practices	 and	 organizational	
performance	is	often	influenced	by	mediating	and	
moderating	variables.	
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Table	4.3	Mediating	and	Moderating	Variables	
Variable	
Type	

Variables	
Identified	

Effect	

Mediating	 Innovation,	
Engagement,	KM	

Strengthens	
relationship	

Moderating	 Leadership,	
Culture,	
Environment	

Influences	
effectiveness	

Innovation	 is	 the	 most	 significant	 mediating	
variable,	 indicating	 that	 HRM	 practices	 enhance	
organizational	 performance	 primarily	 through	
fostering	 creativity	 and	 new	 ideas.	 Employee	
engagement	 and	 knowledge	 management	 also	
play	essential	roles	 in	translating	HRM	practices	
into	tangible	outcomes.	
On	the	other	hand,	leadership	style—particularly	
transformational	 leadership—significantly	
moderates	 the	 effectiveness	 of	 HRM	 practices.	
Organizational	 culture	 also	 determines	 whether	
HRM	practices	are	successfully	implemented.	
These	 findings	 demonstrate	 that	 HRM	 practices	
do	 not	 operate	 in	 isolation.	 Their	 effectiveness	
depends	on	internal	organizational	dynamics	and	
external	 environmental	 conditions.	 Therefore,	
organizations	 must	 consider	 these	 variables	
when	 designing	 HR	 strategies	 to	 maximize	
performance	outcomes.	
	
4.1.4	 Emerging	 Trends:	 Digital	 and	 Sustainable	
HRM	
Recent	 literature	 highlights	 two	 major	 trends:	
digital	HRM	and	sustainable	HRM.	
Table	4.4	Emerging	HRM	Trends	
Trend	 Key	Features	 Impact	
Digital	HRM	 AI,	 analytics,	

automation	
Efficiency,	
decision-
making	

Sustainable	
HRM	

ESG,	 well-
being,	 green	
HRM	

Long-term	
performance	

Digital	HRM	enables	organizations	to	streamline	
HR	 processes	 and	 improve	 decision-making	
through	 data-driven	 insights.	 However,	
challenges	 such	 as	 reduced	 human	 interaction	
remain	significant.	
Sustainable	 HRM	 focuses	 on	 integrating	 ESG	
principles	 into	 HR	 practices,	 emphasizing	
employee	 well-being	 and	 social	 responsibility.	

This	 approach	 contributes	 to	 long-term	
organizational	success.	
These	 trends	 indicate	 that	 HRM	 is	 evolving	
beyond	 traditional	 practices,	 incorporating	
technology	 and	 sustainability	 to	 address	modern	
organizational	challenges.	
	
4.2	Discussion	
The	 findings	 of	 this	 study	 confirm	 that	 HRM	
practices	 play	 a	 crucial	 role	 in	 enhancing	
organizational	 performance	 across	 various	
industrial	 sectors.	 Consistent	 with	 the	 Resource-
Based	 View	 (RBV),	 human	 capital	 is	 a	 strategic	
asset	 that	 contributes	 to	 competitive	 advantage	
when	 effectively	managed.	 The	 results	 show	 that	
integrated	HRM	systems—combining	recruitment,	
training,	 performance	 appraisal,	 compensation,	
and	engagement—are	more	effective	than	isolated	
practices.	
One	key	insight	from	this	study	is	the	importance	
of	 contextual	 factors.	 The	 effectiveness	 of	 HRM	
practices	 varies	 across	 sectors,	 with	 service	
industries	placing	 greater	 emphasis	 on	 employee	
engagement,	 while	 manufacturing	 focuses	 on	
efficiency	 and	 productivity.	 This	 highlights	 the	
need	 for	 sector-specific	 HRM	 strategies	 rather	
than	a	one-size-fits-all	approach.	
Another	significant	finding	is	the	role	of	mediating	
variables	 such	 as	 innovation	 and	 employee	
engagement.	 HRM	 practices	 do	 not	 directly	
influence	 performance;	 instead,	 they	 create	
conditions	 that	 enable	 employees	 to	 perform	
better.	 This	 suggests	 that	 organizations	 should	
focus	 on	 building	 supportive	 environments	 that	
foster	innovation	and	engagement.	
Furthermore,	 the	 study	 highlights	 the	 growing	
importance	of	digital	and	sustainable	HRM.	Digital	
transformation	 has	 reshaped	 HR	 processes,	
making	 them	 more	 efficient	 and	 data-driven.	 At	
the	same	time,	sustainable	HRM	emphasizes	long-
term	 performance	 by	 integrating	 social	 and	
environmental	 considerations.	 These	 trends	
indicate	 that	 future	HRM	strategies	must	balance	
technological	 advancement	with	 human-centered	
approaches.	
However,	the	study	also	identifies	inconsistencies	
in	 the	 literature,	 particularly	 regarding	 the	
strength	 of	 the	 HRM-performance	 relationship.	
These	 inconsistencies	 may	 be	 attributed	 to	
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differences	 in	 research	 contexts,	methodologies,	
and	measurement	approaches.	Therefore,	 future	
research	 should	 adopt	 more	 integrative	
frameworks	 that	 consider	 multiple	 variables	
simultaneously.	
In	 conclusion,	 this	 study	 provides	 a	
comprehensive	 understanding	 of	 how	 HRM	
practices	 influence	 organizational	 performance.	
It	 emphasizes	 the	 need	 for	 strategic,	 context-
specific,	 and	 adaptive	 HRM	 approaches	 to	
address	the	challenges	of	modern	organizations.	
	
5.	Conclusion	
5.1	Conclusion	
This	 study	 aims	 to	 systematically	 review	 the	
influence	 of	 Human	 Resource	 Management	
(HRM)	 practices	 on	 organizational	 performance	
across	 various	 industrial	 sectors.	 Based	 on	 the	
analysis	 of	 recent	 literature	 (2021–2025),	 the	
findings	 confirm	 that	 HRM	 practices	 play	 a	
significant	 and	 strategic	 role	 in	 enhancing	
organizational	performance.	Core	practices	 such	
as	 recruitment	 and	 selection,	 training	 and	
development,	 performance	 appraisal,	
compensation,	 and	 employee	 engagement	 have	
been	 consistently	 identified	 as	 key	 drivers	 of	
both	 financial	 and	 non-financial	 performance	
outcomes.	
The	 study	 further	 reveals	 that	 HRM	 practices	
function	 most	 effectively	 when	 implemented	 as	
an	 integrated	 system	 rather	 than	 as	 isolated	
activities.	 Organizations	 that	 adopt	 a	 holistic	
HRM	 approach	 tend	 to	 achieve	 higher	 levels	 of	
productivity,	 innovation,	 and	 employee	
satisfaction.	 Moreover,	 the	 results	 highlight	 the	
importance	 of	 mediating	 variables	 such	 as	
innovation,	 knowledge	 management,	 and	
employee	 engagement,	 which	 serve	 as	
mechanisms	 through	 which	 HRM	 practices	
influence	performance	outcomes.	
In	 addition,	 the	 findings	 emphasize	 the	 role	 of	
moderating	 factors	 such	 as	 leadership	 style,	
organizational	 culture,	 and	 environmental	
dynamics.	These	 factors	determine	the	extent	 to	
which	 HRM	 practices	 can	 be	 effectively	
implemented.	 Sectoral	 differences	 also	 play	 a	
critical	 role,	 as	 industries	 vary	 in	 their	
dependence	 on	 human	 capital	 and	 operational	
priorities.	

Finally,	 the	 study	 identifies	 emerging	 trends	 in	
digital	 HRM	 and	 sustainable	 HRM,	 which	 are	
shaping	 the	 future	 of	 human	 resource	
management.	 The	 integration	 of	 technology	 and	
sustainability	 principles	 into	 HRM	 practices	 is	
essential	 for	 achieving	 long-term	 organizational	
success	 in	 an	 increasingly	 complex	 and	 dynamic	
business	environment.	
	
5.2	Theoretical	Implications	
This	 study	 contributes	 to	 the	 existing	 body	 of	
knowledge	 by	 reinforcing	 the	 relevance	 of	 the	
Resource-Based	 View	 (RBV)	 in	 explaining	 the	
relationship	 between	 HRM	 practices	 and	
organizational	performance.	The	findings	support	
the	notion	 that	human	capital	 is	 a	 strategic	 asset	
that	 can	 generate	 sustainable	 competitive	
advantage	when	effectively	managed.	
Furthermore,	 this	 study	 extends	 the	 HRM-
performance	 literature	 by	 integrating	
contemporary	perspectives,	including	digital	HRM	
and	sustainable	HRM.	It	highlights	the	importance	
of	 incorporating	 mediating	 and	 moderating	
variables	 into	 theoretical	 models	 to	 better	
understand	 the	 complexity	 of	 HRM-performance	
relationships.	
The	study	also	provides	a	comprehensive	and	up-
to-date	 synthesis	 of	 recent	 research,	 addressing	
gaps	 in	 previous	 literature	 that	 often	 focused	 on	
specific	sectors	or	limited	variables.	By	adopting	a	
systematic	 literature	 review	 approach,	 this	
research	 offers	 a	 more	 holistic	 framework	 for	
analyzing	HRM	practices	across	diverse	contexts.	
	
5.3	Practical	Implications	
From	a	 practical	 perspective,	 this	 study	provides	
valuable	 insights	 for	 organizational	 leaders,	 HR	
practitioners,	and	policymakers.	Organizations	are	
encouraged	 to	 adopt	 a	 strategic	 and	 integrated	
approach	 to	 HRM	 practices,	 ensuring	 alignment	
between	 human	 resource	 strategies	 and	
organizational	goals.	
Managers	 should	 focus	 on	 developing	 employee	
competencies	 through	 continuous	 training	 and	
development	 programs,	 while	 also	 fostering	 a	
supportive	 work	 environment	 that	 promotes	
engagement	 and	 innovation.	 Additionally,	
organizations	should	leverage	digital	technologies	
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to	 enhance	 HR	 processes	 and	 decision-making,	
while	maintaining	a	human-centered	approach.	
The	 findings	 also	 suggest	 that	 organizations	
should	 incorporate	 sustainability	 principles	 into	
HRM	 practices,	 including	 employee	 well-being,	
diversity	 and	 inclusion,	 and	 environmental	
responsibility.	These	practices	not	only	 improve	
organizational	 performance	 but	 also	 enhance	
corporate	reputation	and	stakeholder	trust.	
	
5.4	Limitations	of	the	Study	
Despite	 its	 contributions,	 this	 study	 has	 several	
limitations.	 First,	 the	 analysis	 is	 limited	 to	
articles	 published	 between	 2021	 and	 2025,	
which	may	 exclude	 earlier	 foundational	 studies.	
Second,	 the	 study	 focuses	 primarily	 on	 English-
language	 publications,	 potentially	 limiting	 the	
inclusion	 of	 relevant	 research	 from	 non-English	
sources.	
Third,	 variations	 in	 research	 methodologies,	
measurement	 tools,	 and	 contexts	 across	 the	
selected	 studies	may	 affect	 the	 comparability	 of	
findings.	 Additionally,	 as	 a	 systematic	 literature	
review,	 this	 study	 relies	 on	 secondary	 data	 and	
does	 not	 provide	 empirical	 validation	 of	 the	
proposed	relationships.	
	
5.5	Suggestions	for	Future	Research	
Future	 research	 is	 recommended	 to	address	 the	
limitations	 identified	 in	 this	 study.	 First,	
empirical	studies	should	be	conducted	to	validate	
the	 conceptual	 framework	 proposed	 in	 this	
research,	 particularly	 in	 different	 industrial	 and	
cultural	contexts.	
Second,	 future	 studies	 should	 explore	 the	
integration	of	digital	HRM	and	 sustainable	HRM	
in	 greater	 depth,	 examining	 their	 combined	
impact	 on	 organizational	 performance.	 Third,	
researchers	 are	 encouraged	 to	 investigate	
additional	 mediating	 and	 moderating	 variables,	
such	as	organizational	resilience,	employee	well-
being,	and	technological	readiness.	
Finally,	 comparative	 studies	 across	 developed	
and	emerging	economies	would	provide	valuable	
insights	 into	 the	 contextual	 differences	 in	 HRM	
practices	 and	 their	 effectiveness.	 Longitudinal	
studies	 are	 also	 recommended	 to	 examine	 the	
long-term	 impact	 of	 HRM	 practices	 on	
organizational	performance.	
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